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CHAPTER 1. INTRODUCTION  
Section 1. PURPOSE OF THE STUDY  
This study investigates the difference of career perception between international 
students in Japan and the Japanese companies to achieve an employment stipulation. The 
whole research studies both the international students’ side and the Japanese companies’ 
side, as the writer believes that only when effort is paid by both parties, the distance in 
between can be reduced. Details of the study are as follows:  
(A) International Students  
Research on career perspective of international students is conducted based on 
renowned and creditable theories, including Career Maturity (Super, 1957, 1973b), Career 
Adaptability (Super & Kansel, 1981), self-efficiency (Bandura, 1994, 1995) and career 
change (Schein, 1984; Kanchier & Unruh, 1989; Kidd, 1998). The purpose of employing 
these theories is to investigate the intricate career perception of international students. This 
helps to get an in-depth understanding of their needs and examine what makes the 
difference between their perceptions and the companies.   
(B) Japanese companies  
Research on Japanese companies is done to investigate the policy of these companies 
in handling the international students’ employment and career development. Interview is 
done to get a more detailed picture of how companies think about international students 
and what difficulties and challenges are faced by the companies.  
Through the study of the international students and the company, the differences in 
perception and; the difficulties and challenges faced by both sides are discovered. 
Recommendations are made for improvement.  
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Section 2. BACKGROUND OF THE STUDY 
Recently, globalization becomes a hot topic in Japan, the influence of mass media 
avails the notion of global talent. Starting from the government, universities, companies, 
to all walks of life in Japan, filled with great enthusiasm, constructive measures and 
policies, they have proposed to demonstrate the positive attitude to welcome the global 
talent.  
International students in Japan provide a good source of global talent apprentice. 
Nevertheless, previous researches of the employment of international students in Japan 
reflect an existing perception gap between international students and Japanese 
companies, resulting in low satisfaction and high resignation rate of international 
students who work in these companies. Voices from the frontline (HR officers and 
co-workers of the companies) are seem discouraging. Again and again, it is proven that 
the current practices have room to ameliorate before Japan becomes a “global 
talent-friendly country”.  
Section 3. STRUCTURE OF THE PAPER 
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1.3.1. Chapter 1 – Introduction 
This chapter introduces the purpose of this study, summarises the contents of each 
chapter, and defines frequent used terms. 
1.3.2.    Chapter 2 – Global Talent in Japan 
In this chapter, the topic of Global Talent and international students’ employment 
in Japan will be discussed. Based on the previous researches, there is no shared definition 
of Global Talent in Japan even though the topic is being discussed vigorously everyday. 
Progressive acts have been taken by companies and the government to attract and develop 
Global Talent. However, data shows that the recruitment of foreigners is still in a 
constrained scale and majority of Japanese companies (except some Japanese MNCs) are 
rather conservative in the recruitment of foreigners.  
1.3.3.    Chapter 3 – Career Theories 
 Chapter 3 introduces the Career Development Theory founded by Donald E. Super. 
Definitions of the core theory and concepts of this study are discussed in this chapter.       
1) Career Maturity – Super(1973) defines Career Maturity as the readiness to cope with the 
development task of one’s life stage, to make socially required career decisions, and to cope 
with the tasks appropriately with which society confronts the developing youth and adult 
(Super, 1973b).  
2) Career Adaptability – The concept of a constellation of career attitudes and competences 
which generate career-decision-making readiness exists in adult development 
(Super, 1981).  
3) Self-Efficacy – The belief in one’s capabilities to organize and execute the courses of 
action required to manage prospective situations (Bandura, 1995). 
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4) Career Change – In this paper, changing from a company to another voluntarily is 
defined as Career Change. Career Change is a new scope of research in career theory, many 
scholars are trying to find out the factors which contribute to an individual to make a 
Career Change. According to Kanchier & Unruh (1989), “Personal and demographic 
characteristics”, “Transition period of life-cycle”, “Work values, job satisfaction and other 
job attitudes” are factors that lead to Career Change. Smart & Peterson (1997) tried to apply 
Super’s career stage theory to the topic of Career Change, while Kidd (1998) suggested 
“emotion” as a factor contributes to Career Change.  
These career concepts are investigated in the research of international students to 
understand their career perceptions.   
1.3.4.    Chapter 4 – Methodology 
 This paper employs both quantitative and qualitative methods. Chapter 4 (A) is a 
survey on international students in Japan. Career Maturity, Career Adaptability, 
Self-Efficacy and Career Change are tested. Responses of 43 international students in Japan 
are collected through internet survey.  
For the result, the average score of international students on Career Adaptability   
(n =2.91), Career Change (n=2.97), Self-Efficacy (n=3.04) are high, only for Career Maturity 
is slightly low (n=2.33). The correlations among Career Adaptability, Self-Efficacy and 
Career Change are strong while CM has no correlation with other factors.  
 7 
 
 
In addition, based on the questions which show good correlations with others, factor 
analysis is done and four significant factors are extracted, representing the characteristics of 
career perception of international students, the factors are:  
 Factor 1: Assertiveness  
 Factor 2: Directionless 
 Factor 3: Self-assurance 
 Factor 4: Result-orientation   
These factors provide good implication for making recommendations to the 
international students.  
Chapter 4 (B) consists of a survey and an interview of the selected Japanese companies. 
The result of the survey tells that: 
 81.82% of the companies consider that Japanese language proficiency is important. 
 100% of the companies provide training to new entries but less than 25% provides 
extra training for international students. 
 Over 66% the companies have overseas expansion but they have no plan to ask the 
international students to work in their home country.   
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Based on findings from the research of the Japanese companies, interviews have 
been conducted with two HR officers from two preventative Japanese companies. The 
interview helps to explain some findings of the survey and provides further insights.  
1) Japanese language proficiency is important for working in Japan.  
2) Companies complains about the international students are taking the opportunity of 
working in Japan as stepping stone.  
3) Promotion, same as other Japanese companies, instead of performance appraisal base, 
is largely based on the length of service.  
4) Company T has a clear career plan prepared for international students during the 
recruitment stage while Company N does not have a specific plan.  
5) Job rotation happens on international students as on other Japanese employees to equip 
them with more all-rounded knowledge. 
From the interview, explanations and reasons underlying the HR policies and 
practices of Japanese companies are provided by the interviewees in detail which helps to 
discover the difference between international students and the companies.   
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1.3.5.  Chapter 5 – Discussion 
Chapter 5 (A) discusses on the survey of international students. This study finds 
out the following: 
1) Career Adaptability, Self-Efficacy and Career Change have strong correlations. 
2) Career Maturity is different from Career Adaptability and has no correlation with 
Career Adaptability, Self-Efficacy and Career Change. 
3) International students’ career perception includes Assertiveness, Directionless, 
Self-assurance and Result-orientation.  
The explanation of Finding 2 – high Self-Efficacy makes international students more 
ready for Career Change – because people with high Self-Efficacy tends to believe oneself 
to succeed and be more ready to adapt to new environment and challenges, successful 
Career Change experience reinforces their Self-Efficacy, and once again higher possibility of 
new Career Change in the future.   
According to Finding 3 the Assertiveness and self-assurance of international 
students creates exceptional high expectation on themselves and the company. If thing does 
not go well as their think, it will result in disappointment and frustration. Since 
international students have less information of recruitment, they are directionless on career 
decision-making. Result-orientation is a factor driven by the fact that most internationals 
students are looking for immediate rewards, such as promotion. All these are by far, depart 
from the practices and customs of Japanese companies, which create the perception interval 
between both parties.  
Chapter 5 (B) discusses the findings of the Japanese companies. These companies 
rely on the language skills of international students to handle communication with 
overseas. In order to play the role of middlemen, Japanese language proficiency is a must 
and there is less immediacy to send them to work in overseas. Both interviewees express 
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their concerns on the short term career plan of international students and lack of 
understanding of Japanese business practices. Nevertheless, when dealing with the career 
plan of international students from the company side, both companies have quite different 
approach. Company N shows little planning for the career development of internationals 
students, Interviewee 1 also admitted that the company is trial-and-error. In contrast, for 
Company T, it seems that the company has a clear direction in utilizing and exploring the 
strengths and skills of international students from the recruitment stage. However, when 
looking into the long term development, such as promotion, as the custom of all Japanese 
companies, the length of service is one of the important criteria, instead of the performance 
and achievement. In addition, job titles are not easily given. Company T has a longer 
history and larger scale of international students’ recruitment which help the company to 
develop some role-models. These role-models play an important role in providing useful 
information for future recruitments and new employees can figure out their future career 
development within the company by referring to the role-models. 
The findings of the research explain that the interval between international students 
and companies on career perception is largely due to the lack of joint planning and mutual 
communication by both parties. It is obvious that international students though have their 
own strengths, like language skills, high adaptability and Self-Efficacy, they are in lack of 
information and direction about their own future career. While the companies have 
overestimated the acceptance of international students of the Japanese practices, like the 
long term career development within the company generalist training through job rotation 
and benefit of life-long employment. All these have to be well informed to the international 
students through additional education and continuous communication.  
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1.3.6. Chapter 6 – Recommendations 
This paper makes recommendations to international students and Japanese 
companies based on the findings of the research.  
Chapter 6 (A) recommendations to international students includes 1) Collect 
information proactively; 2) Adapt to the Japanese practices; 3) Participate in internship.  
Chapter 6 (B) recommendations to Japanese companies are 1) Communicate 
career development within the company; 2) Provide as much information during 
recruitment; 3) Implement additional training for better understanding of Japanese 
business culture; 4) Nurture role-model.  
1.3.7. Chapter 7 – Conclusion and acknowledgement 
This study finds out the difference between internationals students’ career 
perception and Japanese companies’ policies. Though there are some limitations of the 
research, practical recommendations are made and through actions taken by both parties, 
there will be less disappointment and the employment status of international students in 
Japan will be improved.  
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Section 4. DEFINITION OF FREQUENTLY USED TERMS  
The following gives the definition of terms which are frequently used in this paper.  
1) International Students 
International Students means students whose nationality is not Japanese and holds a 
visa of Ryugaku (Student Visa) and are receiving education in Japan, including, University, 
Language School, Senmon-gakou (Technical Institution). Exchange students whose stay less 
than a year are not counted. National people who study in international school or 
Kikoku-shijo (children return from overseas) are not included. Second generation of 
permanent residents (Zainichi-nisei) is also excluded.  
2) Career Change 
The definition of Career Change is the voluntary change of career, and changes from 
a company to another. It may and may not include a change of job nature or duty. By 
making Career Change, the person usually receives better treatment, for example, an 
increase in salary or a promotion of job title.  
3) Domestic Recruitment 
This study focuses on Shinsotsu-saiyou – the recruitment of fresh graduate students 
by companies in Japan. In Japan, the recruitment process starts from the second semester of 
the third year for degree students, and the first year for master students. All students 
graduated from school have to go through a marathon recruitment procedure, which last 
for 12- 15 months in average, the process includes pre-entry   recruitment talk (delivered 
in campus, recruitment events and the company)  entry sheet (Japanese style of job 
application form)  SPA (a Japanese study of written test) and aptitude test  group 
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discussion  interviews (several rounds)  Naitei (Tentative offer by the company).  
According to the experience sharing of international students’ from Gateway of Asia, the 
average number of entry sheets sent by each student is almost a hundred. If someone 
misses the chance to get a Naitei during the recruitment period of the year, he has to wait 
until the next year, and for most Japanese companies Shinsotsu-saiyou only accepts the 
applications from student who graduate within 3 year.  
Some Japanese companies arrange overseas recruitment to employ international 
students from overseas university or career forum, however, this is still not a major trend, 
only few Japanese companies are doing so.  
For international students with certain overseas working experiences and graduates 
from academic institutions in Japan with a post-graduate degree, for example, MBA, most 
of the Japanese companies regard these students as equivalent as fresh graduates, as a 
result their recruitment is classified as Shinsotsu-saiyou under most circumstances.   
In this study, Shinsotsu-saiyou within Japan for undergraduates, post-graduates and 
MBA international students are focused.  
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CHAPTER 2. CAREER OF GLOBAL TALENT IN JAPAN 
On March 30, 2012 Japan IBM announced Martin Jetter, a German, as the new 
president of the company. This is a remarkable decision of the company since Jetter is the 
foreigner president in the last half century. According to the new chairman (previous 
president) Takayuki Hashimoto said, it is natural for business to become globalized, 
meanwhile we need to appoint outstanding talents regardless of their nationality.1 This is 
only one of the examples showing the increasing important of global talent in Japan and to 
Japanese companies. However, figures and data from companies reflect the reality that 
Japan is not a utopia for global talent. In this Chapter, the issue of Global Talent and the 
recruitment situation of international students in Japan will be discussed.  
Section 1. GLOBALIZATION OF JAPAN 
It is worth to take a look into the history of Japan, in order to understand the reason 
for the dilemma of Global Talent management in the Japanese context. Historically, as an 
island country, Japan has long been an insular nation. While the world undergoes 
globalization vigorously, Japan is the most reluctant to “open her door”. In Mayumi Ito’s 
book, Globalization of Japan: Japanese Sakoku Mentality and U.S. Efforts to Open Japan 
(2000), stresses that the Japanese government has long hesitated to introduce a more 
kokusaika (internationalization) policies, even under the pressure of United States and 
Europe, which criticized that the Japanese systems are overprotecting their own goods and 
                                                        
1
 The Asahi Shimbun. (2012, March 31). “IBM Japan to get first foreign president in 56 years”. Retrieved from 
http://ajw.asahi.com/article/economy/business/AJ201203310044 
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products, by a closed, exclusive and discriminatory system against foreign goods and 
services. Furthermore, “the Japanese insularism is criticized as so deep-rooted that the 
efforts that Japanese made to “open her door” are too superficially, which remains their 
sakoku (insularity) mentality being untouched. Chalmers Johnson, president of Japan Policy 
Research Institute in University of San Francisco, argues that Japan is thoroughly cartelized, 
not only in business practices (cartels of production) but also in the manner in which the 
Japanese think. Johnson adds that they (Japanese) could be changed overnight if the 
government had any real interest in internationalization and that until Japan reforms these 
“cartels of the mind”, its process of kokusaika (internationalization) is meaningless” (Ito, 
2000).  
Since the Millennium, discussions on globalization in Japan become vigorous. 
There is a need to increase foreign labour due to several reasons:  
1) Social reason: As scholars called, the 2007 Syndrome, the baby boomers begins to retire, 
problems derive from low birth rate and aging population are up-flung, which draws 
people’s attention to face the seriousness of social problems. The reducing of labour supply 
and increasing of financial burden to support the huge elderly population becomes a 
critical issue in Japan.  
2) Economic reason: Japanese yen has reach 1 USD = 76.1 in 2012, a historical high after 
WWII.2 According to Bloomberg news,3 in the past five years, Yen to USD exchange rate 
has increased by 50%. The continuous endaka (yen expensive) smashes the manufacturing 
industries, such as, automobiles and electronic manufacturing, which are the pillars of 
                                                        
2 US Dollar to Japanese Yen exchange rate history. (In 2012, May 30). Retrieved from 
http://www.exchangerates.org.uk/USD-JPY-exchange-rate-history.html. 
3 Fujioka T. (2011, November 10). “止まぬ円高が日本企業に迫る海外移転加速―国内空洞化の恐れ一段と”. Bloomberg 
News. Retrieved from http://www.bloomberg.co.jp/news/123-LUDVTZ1A1I4H01.html. 
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Japanese economy.  
3) Environmental reason: The surge of globalization speeded up after Japan’s 3.11 
Earthquake in 2011. Japanese companies, especially Japanese multi-national corporations 
are looking for a backup out of Tokyo or even Japan to avoid out of function of the 
company’s operations.  
Due to the above reasons, most Japanese companies and politicians admit that the 
only exit for Japan is to maintain its competitiveness. Japanese companies needs to survive 
through opening their door to globalization and increasing their share in overseas. 
According to a survey conducted by Nikkei Sangyou Shinbun (2011), 40% out of 140 top 
managements in Japanese companies show interests in moving some or majority part of 
their operations overseas.4   
It is obvious that globalization has become a hot topic among the Japanese society, 
companies, education institutes and politicians, even though Japanese seems to have 
accepted the phenomenon that globalization is a must, to what extend do Japanese 
understand the true meaning of globalization and what is the significance of globalization 
to the country is another question. This kind of paradoxical mentality, results in 
disappointment and unsatisfactory results in the employment of global talent in Japan. 
                                                        
4 Ohmae K. (2011, July 17). “日経の社長 100 人アンケートで 3 年以内に海外移転が 4 割に”. Ohmae Kenichi Live. 
Retrieved from http://www.youtube.com/watch?v=TlHg2ilWv7U. 
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Section 2. GLOBAL TALENT IN JAPAN 
The idea of talent management in Human Resource would have never drawn such 
attention as a key factor of business success, only after the world renowned consulting 
company McKinsey (1997) introduces the “War of Talent” to strategic HR management in 
1990s. It then brought the attention and interest of scholars in the academic field to study 
on the phenomenon and find out the structure and system behind which gave birth to a 
new academic field of study – Talent Management.  
Global Talent management comes from the idea of Talent Management, as a result, 
the two concepts shared the same challenges in the academic field. As a new school of 
study, there is no common definition on Global Talent Management. Scullion & Collings in 
the book “Global Talent Management” (2011) makes the following definition: 
Global talent management includes all organizational activities for the purpose of 
attracting, selecting, developing, and retaining the best employees in the 
most strategic roles (those roles necessary to achieve organizational strategic 
priorities) on a global scale. Global talent management takes into account the 
differences in both organizations’ global strategic priorities as well as the difference 
across national contexts for how talents should be managed in the countries 
where they operate(p.7).  
This definition makes clear that global talent is people who play “strategic roles on a 
global scale”, and is different across countries. Japan as a late comer in the “War of Global 
Talent” has to start from sharing a clear definition.5 A study by Sugiura (2012) on 120 
                                                        
5 Keidanren. (2011). “グローバル人材の育成に向ける提言”. Retrieved from 
http://www.keidanren.or.jp/japanese/policy/2011/062/index.html. 
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companies in Japan, 47.8% of HR officers think there is no clearly shared definition of 
Global Talent within the organization and 43.5% think the competence of Global Talent is 
not clearly shared within the organization. Examples of respondents’ defining the Global 
Talent are as followed:   
 “Foreign employees or graduates of overseas universities.“ 
 “Must speak English.” 
 “Talent who is difficult to be trained within the country.” 
 “People who can adapt to different cultures, environment and customs.”  
 “People with good communication skills, adaptable to different cultures and able to 
work efficiently.” 
 “People who can assimilate into different cultures.” 
 “Good performer no matter in home-country or overseas.”  
 
In this study, “Adaptability”, “Communication”, and “Flexibility” are the 
keywords given by the respondents for the definition of Global Talent. Nevertheless, the 
above study reflects that the understanding of Global Talent among Japanese is lack of 
consent, some people’s understanding is limited to a superficial level.  
While looking into the methods of obtaining Global Talent, Japan is again behind 
the world. In the opening of “Competing for Global Talent”, Gerry Rodgers, Director of 
International Institute for Labour Studies claims “Global Talent has never been more 
mobile, thanks to changes at the national, regional and international levels which have 
eased their flow across borders. Many countries, developed as well as developing, have 
designed policies and programmes to attract talented people as students, temporary 
workers and immigrants. Many of these countries also encouraging the return of skilled 
national who are working abroad” (Rodgers, 2006). The term “brain drain” is used to 
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describe a significant number of talent leave their home country and migrate to another 
country where preferential policies or better treatment are given. This signifies that 
attraction of Global Talent from overseas is definitely the fastest track and the most efficient 
way to activate the countries’ globalization and business development in a global scale. 
Countries like the United States and Singapore enjoy the benefit of immigration of Global 
Talent who contributes not only to the economic and business level but also encourage 
cross-culture exchange which results in a positive chain reaction.  
Global Talent can be separated into National or Foreigner. The following 
illustrates how Global Talent can be obtained.  
 
For national, education is the most common method. It starts from the elementary 
level of education, in order to facilitate the building up of global sense, exchange study, 
bilingual medium of instruction have to be implemented. For national employees, apart 
from language training, sending to overseas subsidiaries as expatriate to receive 
on-job-training will help to expand their global vision and improve their language skills. 
However, both methods take a long time until it becomes effective. 
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Nevertheless, Foreigners has the strength of global horizon and language skills 
which can make contributions instantly. As a result, most countries take this short-cut by 
attracting overseas talent to their country.  
The following chart summarizes the actions taken in Japan to increase the number 
of Global Talent.  
Party Target Policy 
Company Nationals - English level becomes one of the entry requirements of 
Japanese companies, for example, the highest TOEIC score 
requirement is NTT Communication: 850 points, with the 
average of 600 points are required for companies like Hitachi, 
Fujitsu, Cannon, Toyota, etc.  
- Companies like Fast Retailing Co., Ltd. and Rakuten, Inc. 
synchronize with the global standard, has pioneered to make 
English the official language of the company. Internet e-mail 
and notice inside these companies are written in bilingual 
manner (Japanese and English).  
- Overseas training is an approach to develop national 
employees into Global Talent. Traditional Japanese 
conglomerate, Hitachi Inc. has sent 2000 junior employees (10 
times than the past) to overseas subsidiaries for training since 
2010.6 7 
Foreigners -  Fast Retailing Co., Ltd. and Rakuten, Inc. have made 
English as official language of the company, and introduced 
Global Recruitment, English can be chosen as the language for 
job interview. Recruitment period is not limited to April. 
- Almost all Japanese companies insist that the number of 
recruitment of international students is going to increase 
gradually from 2011. But, no sign of compromise on the high 
Japanese Language proficiency requirement. 
                                                        
6 Hitachi Ltd. News Release. (2011, June 8). 日立グループのグローバル成長を支える「グローバル人財マネジメント戦
略」を策定. Retrieved from http://www.hitachi.co.jp/New/cnews/month/2011/06/0608b.html.  
7 Nikkan Kogyo Shimbun. (2010, February 22). “日立情報、グローバル人材育成を強化―全社員の海外研修実施”. 
Retrieved from http://www.nikkan.co.jp/mono/hito/1002/hd100222-01.html.  
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Academic 
Institution 
Nationals - Tokyo University announced that the university is 
considering changing the admission period to September in 5 
years time to catch up with the “global standard”.8 Tokyo 
University believes that “In tough global competition, "No 
wait" for the new admission policy to be implemented.9 
- Japanese students are encouraged to use the 6-month gap 
before entering into the university to participate in exchange 
study, volunteer or overseas internship to expand their global 
horizon and improve language skills.  
Foreigners - September admission demonstrates the University’s 
proactive measures to globalization by following the global 
standard. It is believed to attract more foreign students and 
teaching staff coming to Japan, cross-culture exchange will 
help to increase the overall academic competitiveness of the 
University and facilities the globalization of Japanese students.  
Government Foreigners - New Residency Management system will start in July 2012, 
which is a flexible system allowing the issue of working 
permit from 3 months to 5 years. This encourages company to 
receive impetrates from subsidiaries or work exchange.10  
- This is also viewed as a more friendly way of welcoming 
more foreigners and their family who are willing to work in 
Japan in mid- or long term.   
 
 
 
 
 
 
 
 
 
                                                        
8 According to Mainichi Shinbun, about 70% universities in the world are autumn admission.  
9 Mainichi Shinbun. (2012, January19). Retrieved from 
http://mainichi.jp/select/opinion/closeup/news/20120119ddm003100108000c.html. 
10 Immigration Bureau of Japan. (2012). Start of a new residency management system. Retrieved from 
http://www.immi-moj.go.jp/newimmiact_1/point_1-2.html#anchor-point2 
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From the above chart, the business world, academic world, and the government 
are trying to take some actions to increase the amount of Global Talent in Japan to maintain 
the country’s competitiveness. Knowing the fact that making use of foreign brains is the 
main stream in the “War of Global Talent”, Japan is still in hesitation to make a big step 
forward on this issue, since most Japanese have never dreamed of a day when they might 
depend on a labour force from outside Japan (Kamibayashi, 2006). Sugiura (2012) critized 
that, “Japanese discuss Globalization among Japanese in Japanese” putting the reality 
upfront that majority of Japanese are not ready to face the challenges to Global Talent 
management deep down the bottom of their hearts.  
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Section 3. FOREIGNERS’ EMPLOYMENT SITUATION IN JAPAN 
In the early 1990s, most foreign workers in Japan were illegal workers, who 
worked for low-skilled and “3 K jobs – kiken, kitanai, kitsui (dangerous, dirty and hard)” (Ito, 
2000). They are far from classified as global talent as they do not play a strategic role in the 
company.  
This situation starts to change since the Millennium. The government places the 
employment of foreign students as the country’s strategic policy, and tries to provide 
support to international students from university admission to recruitment. According to 
Kouseiroudousyou (Labour Department) guyouseisaku-kihon-houshin (The direction of the 
countries’ employment policies), in order to increase the country’s international 
competitiveness, there is a need of advocating the recruitment of foreign professionals and 
specialists in our country, while the attraction of high-quality foreign students and their 
recruitment support should be encouraged. 11  Based on the official data from the 
Immigration Bureau of Japan Government in 2010, the number of international students 
begins working in Japan gradually and it has increased from 1999 and reached the peak in 
2008. There were over 10,000 international students starting to work in Japan in 2007 and 
2008, a stunning growth of 269.35% comparing with the figure in 1999. Detail of the above 
data is further explained by another research conducted by JASSO (Japan Student Services 
Organization) on 295 Japanese companies about their domestic recruitment situation, from 
2006-2008, the percentage of Japanese companies recruiting Shinsotsu international students 
increasesd by nearly 10%. However, the number of recruitment by each firm is less than 5 
                                                        
11 Ministry of Health, Labour and Welfare. (2008, February 29). “雇用政策基本方針”. Retrieved from 
http://www.mhlw.go.jp/houdou/2008/02/h0229-1.html. 
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people, which demonstrates the reality that recruitment of international students in Japan 
is still a minority.  
In short, Japanese companies’ recruitment of foreigners is still a small number, 
most of the companies are still being conservative, the whole process is moving in a very 
slow and conservative manner. The next section summarizes the reasons by providing 
evidence from some previous researches.     
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Section 4. MAJOR CONSTRAINTS OF FOREIGNERS’ EMPLOYMENT IN JAPAN 
The previous section points out that the employment of foreigners by Japanese 
companies is increasing gradually, however, companies are very conservatives in action.  
Some previous researches have found some reasons for this issue, one of those is 
“Communication problems” and “Difference of culture and habbits” (Siraki, 2007; JILPT, 
2008) For the communication problems, a research done by Transnational HRM Research 
Centre of Waseda University on Japanese companies which have experiences on recruiting 
international students explains that communication problems occur due to the inadequate 
Japanese language proficiency and difference on culture (2010). Comments by the 
companies – “Inadequate Japanese langauge proficiency affects working efficiency. 
International students work overtime and it graudally turns into a source of stress which 
affects their overall performance.”; “Promotion opportunity of international students is 
lower, because they are given less chance to direct negotiate with customers in afraid of 
miscommunication.” (Transnational HRM Research Centre of Waseda University, 2010). 
JILPT conducted similar study in 2009, “Communication” still ranks the first for the 
concern of companies, and this time it is closely followed by the worry of “Resign after 
working for a short time” (JILPT, 2009). Though the number of international students 
working in Japan increases, different problems arises, the distance between companies and 
students exists. In the next section, the career of international students in Japanese 
companies is decribed.  
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Section 5. CAREER OF INTERNATIONAL STUDENTS WORKING IN JAPAN 
Based on the data from the Immigration Bureau (2011), 41.5% of international 
students’ job nature is translation and interpretation, for jobs which actually related to 
globalization of the company and business operation, like sales & marketing, overseas 
business, trading, management, finance and accounting only makes up 21.5% (Immigration 
Bureau, 2011). This represents the fact that companies consider the most valuable ability of 
international students as their “foreign language skill”. Jobs, which have less contact with 
Japanese, like translation and interpretation will be the best fit for international students. 
Companies tends to give less chance for international students to directly negotiate 
business with customers because their limitation of Japanese may cause miscommunication 
and harm the image of the company (Transnational HRM Research Centre of Waseda 
University, 2010). From the same study, promotion opportunities of international students 
working in Japanese companies are generally lower than the nationals.  
Promotion is only one piece forming the career of international students in Japanese 
companies. The overall understanding of career development is different between 
companies and students. A study on “The employment status of international students in 
Japanese companies” (JILPT, 2008), a survey has been conducted on 902 international 
students and 3018 Japanese companies. The findings show there is a serious expectation 
gap between the companies and international students on their career development, 
international students want to make good use of their knowledge and become a 
“specialists”, while companies think students’ practical skills, for example, IT, R&D and 
foreign language, are the most valuable to company. 36.1% of international students want 
to become the management team in the overseas branch of the company, in contrast, only 
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3.0% of the Japanese companies consider that international students can be promoted to 
top management level of the company.  
The legnth of service is also a factor influencing the concept of career planning 
between companies and international students. Majority of Japanese companies remain the 
system of life-long employment, the resignation rate of national people is extremely low, 
the development of individual link closely with the development of the company. However, 
most international students are not sure about how long they are going to stay in Japan. 
From the research by Siraki (2007), which asked about the length of working in Japan, 25%  
of the respondents showed that they were uncertain, 32.5% said 3 to 5 years, and less than 
20% said they were going to work for more than 10 years. The above result seems to reflect 
that international students do not tend to work in Japan in long term. However, for the 25% 
respondents whose respond is “uncertain”, there is a great oppotunitiy to make them 
commit to longer service period if proper career planning and development are given. 
Unfortunately this is not the case in present. From the survey by JILPT (2008), companies 
are asked about the career planning for international students, only 3.2% have a 
comprehensive long-term career plan for international students from the recruitment stage, 
26.2% have a clear plan of what kind of job and position to be assigned to the international 
students, 21.5% recruited international students as other fresh graduates without a clear 
plan, over 44.3% have no awareness or do not consider the career plan for international 
students. This shows very few companies are aware of the needs or of career plan for 
international students.  
To conclude, data and researchs show the increase of international students 
recruitment is growing graudally in Japan. However, an expectation gap on the attitude of 
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career planning exists between the companies and international students. Little mutual 
understanding on the issue, leads to the inferior employment and career development of 
international students in Japan. As a result, even the government and companies 
understand that it is important to attract more global talent, the Japanese companies and 
international students are showing hesitation and moving slowly.  
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CHAPTER 3. CAREER THEORIES 
The previous chapter discusses there are different perceptions on career between 
international students and the Japanese companies. This chapter introduces several schools 
that have dominant recognition in career theories and career counseling.  
They are (a) Donald E. Super’s Career Development Theory, (b) Holland’s 
Vocational Personalities Theory, (c) Social Cognitive Theory. 
This chapter summarizes the Career Development Theory founded by Super D.E. (1957) 
as the theoretical base to understand the career perception of international students.  
Section 1. OVERVIEW OF CAREER THEORIES 
The terms jobs, works and career are used too causally when ones describing their 
career. According to the Oxford Dictionary, these words are defined as followed: 
Career - an occupation undertaken for a significant period of a person’s life and with 
opportunities for progress. 
Job - a paid position of regular employment ;  
- a task or piece of work, especially one that is paid. 
Work - activity involving mental or physical effort done in order to achieve a result;  
- a task or tasks to be undertaken 
- a thing or things done or made; the result of an action. 
Occupation - a job or profession. 
Employment - the state of having paid work. 
Vocation - a strong feeling of suitability for a particular career or occupation; 
- a person’s employment or main occupation, especially regarded as worthy and 
requiring dedication. 
 
Dictionary definition shows an important concept which makes the term Career 
differs from other is its linkage with “Life” and “Opportunities for progress”. Super the 
Dictionary Definition of terms related to Career, illustrated by writer.  
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most influential scholar in the Career Development states that “careers have been viewed 
variously as a sequence of positions occupied by a person during the course of a lifetime” 
(Super, 1957), and “as a series of life stages in which differing constellations of 
development tasks are encountered and dealt with” (Buehler, 1933, Super, 1957).  
Until now, among all schools’ career theories, Super’s theory was viewed as “the 
most technically adequate, comprehensive and advanced” (Hackett, Lent and Greenhaus, 
1991; Osipow, 1973) and Super was regarded as “the single most influential person in the 
field” (Holland, 1969). Osipow (1973) further mentioned that “Super’s theory was seen as a 
useful description of the process of vocational development, as providing a systematic 
examination of important components of vocational development and as having 
considerable utility and empirical support. In particular, the theory sparked research on 
vocational maturity, career exploration and self-concept implementation, and findings 
were generally supportive of Super’s theory”.  
Indeed, Super’s theory has brought great influence to career guidance and 
counseling in Japan. Watanabe, Senzaki & Herr (2001) claims that “we (Japanese career 
counselors, scholars) continuously received intellectual stimulus, and theoretical impact on 
our national policies about career development, as well as conceptual support for our 
programs of career guidance and counseling from Dr. Super’s work. At the beginning of 
21st Century, the importance of his theory has been receiving wide attention by Japanese 
practitioners, not only in academic settings but also in business, as a source of key notions 
in the reconsideration of the human being and work relationship in the rapidly changing 
work environment in contemporary Japan”.  
All in all, Super and his theory has received high recognitions from scholars and 
career counselor, and the Career Development Theory has great influence in the field. This 
paper base on this theory for understanding the career perception of international students 
in Japan.
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Section 2. CAREER DEVELOPMENT THEORY 
Career Development Theory introduced by Donald E. Super has profound 
influence on the field of career study. Super introduced many important concepts like 
Career Stage, Career Self-Concept Theory and “Life-Span, Life-Space”, which all bring to 
great impact on career counseling and vocational research.  
3.2.1. Career Stage  
Career Stage is the base of Super’s theory of career which divides the career stage as 
life stage into five levels. It is based on the psychological life stage defined by Buehler 
(1938) as “a result of the analysis of life histories were five in number” (Super, 1957). 
Naming – the Growth Stage, the Exploratory Stage, the Establishment Stage, the 
Maintenance Stage, and Decline Stage.  
The age limits are considered by Buehler (1938) to be approximations, Super (1957) 
suggests, “some people keep on exploring, that is, attempting to find their places in life and 
to develop and implement adequate self-concepts, for some years after they enter their 
thirties; some have already “found themselves” vocationally, socially, and personally by 
the time they are in their twenties, and are well on the way to establishment before they are 
twenty-five” (Super, 1957). Nevertheless, career development is a dynamic process, it is not 
a must that one keeps progressing from one stage to the next, some may be static or may 
regress to earlier stages. Super (1957) views that “career stages are flexible, and that each 
stage is amenable to recycling at a later point in development” (Hackett, Lent & Greenhaus, 
1991).  
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Career Stages of Career Development Theory by Super 
Stage Characteristics  Sub-stages 
1. Growth Stage 
 
-  Self-concept develops through 
identification with key figures in family 
and in school 
-  Needs and fantasy are dominant 
-  Interest and capacity becomes more 
important 
-  Abilities are given more weight and 
job requirements (including training) are 
considered 
Fantasy  
Interests 
Capacity 
2. Exploration Stage 
 
-  Self-examination, role try-outs 
-  Occupational exploration 
-  Tentative choices are made and tried 
out in fantasy, discussion, course, works, 
etc 
-  Reality considerations are given more 
weight as the youth enters the labour 
market or professional training to 
implement self-concept 
-  A seemingly appropriate field having 
being located, a first job in it is found and 
is tried out as a potential life work 
Tentative 
Transition 
Trial 
 
3. Establishment Stage 
 
- An effort is made to establish a 
permanent place after finding an 
appropriate field 
- Establishment may begin without trail 
Trial-commitment  
& stabilization  
Advancement 
 
4. Maintenance Stage 
 
-  Having made a place in the world of 
work  
-  Concern how to hold it 
-  Little ground broken 
NIL 
5. Decline Stage 
 
-  Physical and mental powers decline 
- Pace of work slackens, duties are 
shifted 
-  New roles must be developed 
-  Some are easy and pleasant, others 
with difficulty and disappointment, 
some only with death  
Deceleration  
Retirement 
Source from Super & Jordaan, Career Development Theory, 1973, summarized by writer.  
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Super’s career stage has been one of the major schools of vocational study and 
career counseling. Super’s development theory has been widely studied, researched and 
applied in different countries. Nevertheless, there are criticisms that “over attentions have 
been given to the career development of primarily, upper elementary and high school years. 
Most workers begins to work from age 16-25, this marks the beginning of the 
Establishment stage, to use Super’s (1957) terminology, which extends into mid-life 
between ages 35 and 45. The Maintenance stage follows through to between ages 55 and 70, 
after which the last stage of Retirement (deceleration and decline) continues until death” 
(Crites, 1976). In fact, nowadays, compare with the time of Super (1957) and Crites (1976), 
people receive higher education, further research on the career stages of young adults – age 
22-25 and mid-career workers age 26-35 becomes more important than before ever.  
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3.2.2. Career Maturity  
Career Maturity or sometimes called vocational maturity, originated from Super’s 
career stages. Super defines Career Maturity as the readiness to cope with the development 
task of one’s life stage, to make socially required career decisions, and to cope 
appropriately with the tasks with which society confronts the developing youth and adult 
(Super, 1973b). 
Many research and assessments have been developed and conducted by Super and 
his fellows testing the Career Maturity of the adolescents. The preliminary study “The 
Career Pattern Study” was done to test on two hundred sixty-five 9th and 12th grade boys. 
Based on the factor analysis findings which reveal factors constitute Career Maturity, 
includes, occupational information (educational, psychological, economic), planning, 
independence, crystallization of interests, and specification and implementation of 
preference (Super et. al., 1957, Super, 1973b). In the early studies, Super reveals the 
influence of environment on individual’s Career Maturity. The characteristics of the 
individual and of his experiences which are associated with and may be determinants of this 
theoretically desirable set of characteristics, are of prime interest. “Knowing the nature of 
the school family, community and work experiences which are antecedent to and 
associated with vocational maturity, experiences can be planned and provided with the 
aim of furthering career development in ways appropriate to the stage at which the 
individual finds himself” (Super, 1973b).   
Based on “The Career Pattern Study”, Super works on “The Career Development 
Inventory (CDI)”. “CDI is an American instrument designed to measure the vocational 
maturity of adolescents” (Super, 1973b). It assesses 3 factors: (a) Planning Orientation – an 
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attitudinal factor; (b) Resources for exploration. CDI has been continuously tested and 
re-tested and broadly used by researches and career councilors for assessing adolescence’s 
Career Maturity. 
Besides CDI, another credible methodology for measuring Career Maturity is 
Career Maturity Inventory (CMI) developed by John O. Crites (Crites, 1973, 1978). In a 
literature search by Crites, “there were over 1000 studies on Career Maturity from 1970s to 
80s, most of which used the CMI, and 75% of them reported positive results” (Crites, 
Wallbrown & Blaha, 1980). Even Super, the founder of the study of Career Maturity test, 
recognizes Crites’ model for contributing the vocational guidance and career education 
(Super & Kansel, 1981). Though scholars like Healy, criticized the wording of statements is 
on basis that it may influence the scores (Healy, 1994), Levinson, Ohler, Caswell & Kiwera, 
studied the reliability, validity of 6 approaches of assessing Career Maturity, and finds that 
CMI has no doubt for its high reliability and validity by testing the internal consistency of 
each statements (2001). The original CMI consists of two parts – the Attitude Test and the 
Competence Test. The original Attitude Test asking the subject to decide “True” or “False” 
for 50 statements, while the Competence Test is multiple choice for 20 items each in 5 
difference scopes – Self-Appraisal, Occupational Information, Goal Setting, Planning and 
Problem Solving. The original CMI requires 2 hours 30 minutes and the different in 
formatting makes it less well constructed. Using CMI, it is found that Career Maturity has 
no relationship with socioeconomic status, number of siblings or previous work experience; 
and intellectual level of the individual and of their parents also has little effects on Career 
Maturity. In 1995, a revised CMI was published. By reducing the total number of questions 
to only 25 each for the Attitude Test and Competence Test; answers are synchronized to 
“Agree” or “Disagree”. Crites claimed “the reliability of the CMI-R has the same reliability 
as the original CMI” (Crites, 1995; Levinson, Ohler, Caswell & Kiwera, 2001).  
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Super’s Career Development Inventory  （CDI）  and Crites’ Career Maturity 
Inventory (CMI) are the most popular and authoritative assessment tools of Career 
Maturity, however, both of them have been criticized for being over emphasizing on 
adolescents. However, it has been a common practice for most development psychologists 
to only put their focus on children and teenagers. It is argued that the developmental 
model implied by the term may not be appropriate in an adult context (Super & Knasel, 
1981).  
 
 
 
 
 
 
 
 
 
 
 Summary of Career Development Theory, illustrated by writer. 
 
Summary of the Two Most Influential Vocational Psychologists 
Scholars Super Edward Donald (1910-1994) Crites Orr John (1928-2007) 
Theories & main 
contributions 
Career Development Theory 
Career Rainbow 
Life-Span, Life-Space 
Career Maturity 
Assessment Tools 1. Career Development Inventory 
(CDI) 
2. Adult Career Concerns 
Inventory (ACCI) 
1. Career Maturity Inventory 
(CMI) 
2. Career Maturity Inventory- 
Revised (CMI-R) 
Regarding Adult Career 
Development  
Adult Career Stage Development 
from ACCI 
Career Adaptability  
Career Maturity Inventory can 
be used on adult 
Career Adjustment but no 
further studies 
   Summary of Super and Crites’s contributions, illustrated by writer.  
Career 
Development 
Theory 
Career Stages 
Roles 
Self-Concepts 
Career Maturity 
Career Rainbow 
Self-Efficacy 
Career Adaptability  
Career Maturity 
Life-Span, 
Life-Space 
Social 
Cognition 
Career Theory 
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3.2.3. Career Adaptability  
It is obvious that more studies on adults’ Career Maturity have to be conducted. 
Sheppard (1971) conducted a measurement of Career Maturity in adults – the Adult 
Vocational Maturity Inventory based on Crites’s CMI model. Sheppard’s AVMI has been 
criticized of “related to past occupations decisions which can only be an indirect measure 
of readiness to cope with present and future career development tasks” (Super & Kidd, 
1979). “The lack of generalization of AVMI research fails to give a clear picture of adult’s 
Career Maturity”.  
Crites makes some discussions on career development in early adulthood in 1976, 
which describes elements of a model of career adjustment (Crites, 1976). He outlines 
various personal and situational variables which impinge on the adjustment process.  
The factors considered include personal attributes, such as age, sex, and 
ethnicity; situational variables like organizational climate; and 
psychological factors, such as aptitudes, interests, personality characteristics 
and the individual’s vocational maturity at the exploratory stage of career 
development. Individuals who show greater Career Maturity in their 
decision making during the exploratory stage are likely to be better adjusted 
(and therefore more satisfied and successful) in the early years of work than 
those who are less mature in exploring. Although Crites proposes adapting 
his Career Maturity Inventory to measure career adjustment, he does not 
describe the kinds of adaptations envisaged (Super & Kidd, 1979).  
Though there are criticisms by scholars like Super & Kidd (1979), Crites’ study 
creates a new model by introducing the concept of Career Adjustment and argues that 
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there is relation between Career Adjustment and Career Maturity in different development 
stage. Despite Crites’s Career Adjustment on adult career development, there is no further 
research or study regarding the concept.  
Career Adaptability first appears in Super’s discussion on career development of 
adults. Super states the label “vocational maturity” is inappropriate to the adult context 
(Super & Knasel, 1981). He argues that “the concept of a constellation of career attitudes 
and competences which generate career-decision-making readiness exists in adult 
development, however, “maturity” should be replaced to avoid unnecessary assumptions. 
According to Super, the benefits of using the term “adaptability” is 1) to avoid any 
reference to maturation or growth; 2) to concentrate attention on the interaction between 
the individual and the environment” (Super & Knasel, 1981). “Career Adaptability is 
definitely a more dynamic concept than Career Maturity, which implies the world is a 
continued changing setting, and the individual has to depend on his competence or 
attitude to deal with the changing environment”. Despite Super introduces a new concept 
Career Adaptability which can be applied to the adult context, he fails to make further 
research and an assessment method for measuring the Career Adaptability, instead he 
invents the Adult Career Concerns Inventory (ACCI) which measures the development 
stage of adult. It again goes back to the maturational model, to stress the developmental 
tasks which confront individuals at a given life stage (Super & Knael, 1981). Scholars follow 
Super’s maturational model, or apply ACCI to measure the development stage of adult, 
there is absolutely a lack of research on Career Adaptability, what is its relation to Career 
Maturity, how it affects individuals when coming across changes, and what are the 
determinants of Career Adaptability. These questions remain unsolved in Super’s studies.  
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It is only until Savickas who devotes on the study of Career Adaptability which 
brings important break-through to the topic. When talking about the relationship between 
Super’s Career Maturity and Career Adaptability, Savickas states that adaptation 
emphasizes the interaction between the individual and the environment. This shifts the 
attention from focusing on the individual to “the individual-in-situation coincides with the 
contextual and multicultural perspectives on work” (Savickas, 1997). All in all, adaptation 
seems to be a marked improvement on the biological construct of maturation. In the paper, 
“Career Adaptability: An Integrative Construct for Life-Span, Life-Space Theory”, Savickas 
proposes that “Career Adaptability replace Career Maturity as the central construct in the 
career development theory segment. Adaptability seems to be a more useful construct than 
maturity. Adaptability means the quality of being able to change, without great difficulty, 
to fit new or changed circumstances. Adaptability, whether in adolescents or in adults, 
involves planful attitudes, self and environmental exploration, and informed decision 
making” (Savickas, 1997). Career Adaptability is a complicated concept which includes the 
development of self, and how the self interacts with the world. According to Rottinghaus, 
Buelow, Matyja & Schneider, “a complete consideration of the Career Adaptability 
incorporates insights from differential psychology, P-E (Person-Environmental) fit, and 
developmental perspective” (2011).  
Nevertheless, until recently there is still a lack of large comprehensive research 
conducted on the Career Adaptability and how is it related to the developmental 
perspective, including Career Maturity and the self-concept.  
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3.2.4. Self-Concept 
In Super’s Career Development Theory, self-concept is an essential factor 
constructing the maturational of individual. Super suggests five coping behaviours in the 
forming of self-concepts in career development: 1) Floundering, 2) Trial, 3) Stagnation, 4) 
Instrumentation and 5) Establishment. However, the validity of self-concept in career 
development theory has been questioned by many scholars as well as by Super himself 
(Betz, 1994; Super, 1981). Super noted that “people have not one self-concept but 
constellations of self-concepts” (Super, 1990), or self-concept systems (Betz, 1994).  
In the late 1990s, the study of career and self-concept develops into a new school of 
career theory – Social Cognitive Career Theory (SCCT) leading by Lent, based on Bandura’s 
Self-Efficacy theory. The study between career and Self-Efficacy becomes increasingly 
important and influential findings are discovered.  
Self-Efficacy is defined as “the belief in one’s capabilities to organize and execute 
the courses of action required to manage prospective situations” (Bandura, 1995). Bandura 
believes “there are a number of ways in which Self-Efficacy beliefs contribute to career 
development and success in vocational pursuits” (Bandura, 1994). Four main sources bring 
influences to one’s Self-Efficacy are:  
1) Mastery Experience – A person’s personal efficacy is built up through successful 
experience while, failures undermine it. Bandura suggests that “mastery experience is the 
most effective way of developing a strong sense of efficacy” (Bandura, 1994).  
2) Vicarious Experience – A person builds up the efficacy by observing others’ success. 
Then he believes his capabilities to master a similar activities and be successful. “The 
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impact on Self-Efficacy is stronger if one perceives the model he observes has larger 
similarity to oneself” (Bandura, 1994).  
3) Social Persuasion – Verbal persuasion by people around helps to make the person 
believe that he is able to succeed. “Persuasive boosts in perceived Self-Efficacy lead people 
to try hard enough to succeed, they promote development of skills and a sense of personal 
efficacy” (Bandura, 1994).  
4) Physiological and emotional states – according to Bandura, “positive mood enhances 
perceived Self-Efficacy, despondent mood diminishes it“(1994).  
Studies on the relationship of Career Maturity and Self-Efficacy in recent years 
increases scholars’ attention. Study by Walker in 2010 finds a significant association 
between Career Maturity and Self-Efficacy of college students with disabilities. From the 
research by Walker (2010) finds that “Both Self-Efficacy and outcome expectations are 
determinants of human behaviour because people ultimately make choices about what 
careers they choose to enter and the careers they choose to avoid” (Walker, 2010), 
“Physiological and emotional states posit that the person’s unique environment and 
behvaiour interact to yield career decision making and a person’s overall belief about the 
world of work.” On the other hand, “outcome expectations influence an individual’s 
efficacy because people usually anticipate the result of their actions.” Therefore, Walker 
(2010) concludes that “there is a dynamic relationship between a person’s environment and 
his or her behaviour to bring about a career mature individual”.  
Absolutely, more research needs to be conducted to find out the relationship 
between Career Maturity and Self-Efficacy. Self-Efficacy to what extend influences ones’ 
career decision making and career planning is still a question to be investigated. 
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3.2.5. Career Change  
Career Change becomes a study within the school of career theories since the 1980s. 
In the past, it is rare, unless some critical reasons which make someone pursue a career 
change, most people worked for the one and only one company throughout their career life. 
“As global changes influence the way we live, they also have strong implications for how 
we work”. (Brown, 2000).  In Brown’s article, he states career changes represent the 
increase of job mobility. “The linear career path that once kept people working in the same 
job, often for the same company, is not the standard career route for today’s workers. 
Today, many workers are pursuing carried career paths that reflect sequential career 
changes” (Brown, 2000). “Neal (1999) reports that men make two-thirds of their lifetime job 
changes during their first 10 years of work experience”. It is absolutely true for most 
western countries, career mobility since the 20th Century is the highest ever than before. 
Even for Japan, the trend of Career Change begins to spread out in the country which most 
of the people are committed to the life-long employment system and devote their career life 
to one company, start to record a growing trend on Career Change, and a new terminology 
arises “Daini-shinsotsu”  (The Second New Entry) to describe the phenomenon nowadays 
that young graduates from college who has started working for two to three years in a 
company, looking for the chance to make Career Change.  
What causes people to make Career Change? Scholars try to find the reasons 
through researches. Vaitenas & Wiener as one of the pioneers study the factors of Career 
Change. In their study on Career Change in 1977, they investigated factors by what they 
grouped together as Vocational Choice Theorists, including Ginzberg et al. and Super’s 
developmental, emotional factors and Holland’s consistency of interests. Result indicates 
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that Career Changers are lower in consistency of interests, congruity and fear of failure, but 
no support has found that the developmental position relates to Career Change, same as 
age and life-style. It is surprising that instead of logical and analytical factors, emotional 
problems have found close relation to Career Change.  
The paper “Super’s Career Stages and the Decision to Change Careers” by Smart 
& Peterson (1997) interprets Super’s view on Career Change – career decision-making as a 
lifelong process in which people continually strive to match their ever changing career 
goals to the realities of the world of work. Smart & Peterson (1997) once again state that 
Super (1990) suggests: 1) Stages bear no invariant relationship to chronological age; 2) 
Psychological changes achieved by passing successfully through a given stages are not 
necessarily permanent.  
Super proposes that “recycling through concerns with early development stages is 
a normal and desirable part of the process of career change. The so-called “unstable” 
(“multiple-trial”) careers and midcareer crises were not only normal but psychologically 
advantageous in a climate of rapid social change” (Super 1990, Smart & Peterson, 1997). 
Nevertheless, little prove has been given to Super’s recycling postulate, as of the research 
done by Perosa and Perosa in 1984 based on Career Development Inventory (CDI), they 
failed to find out significant differences between the Changers and Non-changers. Same for 
Smart & Peterson’s study (1997) which is based on Adult Career Concern Inventory (ACCI), 
finds out that age and family life have little effect on Career Change, while Changers are 
relatively unhappy with their progress in career development because they are unhappy 
with their present jobs. Changers have a higher mean of concerns in the Exploration Stage 
than Non-changers, but there is no statistically significance of Changers and Non-changers 
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in their concerns in establishment and maintenance stage. To conclude, Smart & Peterson’s 
study suggests that Career Satisfaction is a factor bringing to Career Change. But the 
relation of Super’s Career Stage to Career Change is not proven.  
The study of Career Change conducted by Kanchier & Unruh in 1989 investigated 
3 main factors: 1) Personality and demographic characteristics; 2)Transition periods of the 
life cycle; 3) Work value, job satisfaction and other job attitudes. The result shows that 
Changers have higher self-esteem, self-actualization, motivation to achievement, 
additionally, traumatic events in life elevate their self-evaluation. And for job attitude, 
Changers have lower job satisfaction, lower commitment, and poorer attitudes.   
In Brown’s article, Career Change represents an idea to find a better career match 
and involves in two stages – the stage of looking for a matching job and looking for a 
suitable employer. Self-Efficacy and a positive attitude toward job potential are 
characteristics of Career Changers (Brown, 2000).  
Kidd argues that occupational choice and career development are less rational as 
suggested by North American theories, as the England-origin scholar, Kidd suggests 
emotion is the factor which brings Career Change. She brings the attention of Career 
Change to “psychology contract” (Argyris 1960, Levinson et. al., 1962, Schein, 1978).  The 
violation of relational contracts, is likely to lead to feelings of anger, mistrust, and grief, 
which eventually links up with behaviour, such as deterioration of performance and 
decrease in commitment to the organization, as a result leads to Career Change.    
To sum up, previous researches suggest that job satisfaction, emotion, personality 
of individual are closely related to Career Change. However, Super’s developmental 
perspective has yet to be further studied on its effect to Career Change.   
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In conclusion, this chapter introduces important concepts which affect career 
attitudes and career development, they are Career Maturity, Career Adaptability, 
Self-Efficacy and Career Change. In order to understand the career perception of 
international students, the above topics are going to guide the investigation in the 
following chapters.  
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CHAPTER 4. METHOLODGY 
Section 1. RESEARCH OVERVIEW 
In previous chapters, career perception differences are suggested to be one of the 
factors leading to the uncertainty and distrust between the Japanese companies and 
international students which affects the Global Talent management of Japanese companies 
in long run. In this chapter, research is conducted to study into detail the career perception 
of international students by using the career theories introduced in Chapter 3, Career 
Maturity, Career Adaptability, Self-Efficacy and Career Change, on the other hand, survey 
and interviews are conducted on Japanese companies to understand their practices and 
attitudes toward international students’ employment.  
First of all, there are several questions guiding this study, hypotheses are 
established and tested by quantitative and qualitative methods.  
1)  How is the career perception of international students?  
 How is the Career Maturity of international students? 
In this case, maturity points to the Career Maturity of students. According to Super, 
Career Maturity is not determined by age or physical development, but the planfulness and 
making decision of the individual to cope with the task of the development stage (Super, 
1957). International students are not mature enough to make decision about their career or 
they do not have enough information for them to make the decision.  
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 To what extend does Career Adaptability relate to their career perception? 
Super (1981) and Savickas (1997) suggests that Career Adaptability seems to be a more 
appropriate concept dealing with non-adolescent career development. However, to what 
extend Career Adaptability can replace Career Maturity. Are they really similar concept 
which pointing at the same thing or totally different things? Do they have a high Career 
Adaptability? 
 How does Self-Efficacy affect international students’ career perception? 
According to Brown’s research (2000), Self-Efficacy has positive relation with Career 
Change, does the Self-Efficacy of international students in Japan high or low? Does the 
same correlation appear to career perception of international students in Japan? Apart from 
Career Change, does Self-Efficacy affect international students’ Career Adaptability and 
Career Maturity? 
 Do international students have high Career Change tendency? 
This study not only testing the Career Change level of students, but also the 
relationship between Career Maturity, Career Adaptability and Self-Efficacy, the correlation 
of factors may explain the reason leading to Career Change.   
2)  What are the policies and practices of Japanese companies for the career planning 
and development of international students?  
This question based on the companies’ angle to find out the solutions and policies 
which companies can do to handle the situation. What are the strength and weakness of 
international students considered by the companies? In order to tackle the weakness or 
problems, what are the efforts paid by the companies?  
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Section 2. RESEARCH METHOD 
The study is carried in two stages using both quantitative and qualitative method.  
Chapter 4 (A) – Survey of international students  
Chapter 4 (B) – Survey of Japanese companies; Interview of HR officers  
This study investigates both international students and Japanese companies. The 
purpose is to get a whole picture of the situation which helps to better understand the 
perception gap between both parties. Moreover, the writer believes that actions have to be 
taken on both sides in order to minimize the interval in between. Thus, recommendations 
are made on Chapter 6 (A) to international students and 6 (B) to Japanese companies.  
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CHAPTER 4. (A) RESEARCH OF INTERNATIONAL STUDENTS  
Section 1. SURVEY OF INTERNATIONAL STUDENTS  
Details of the survey are as followed: 
Title of the Survey  Career Attitude Survey for International Students in Japan 
Audience  International students receiving education in Japan 
Number of Questions 
and Question Types 
Total: 47 Questions. 
20 – Career Maturity  
- Adaptation of Crites’ Career Maturity Inventory(Attitude scale) 
-To synchronize with other questions, the answering method is 
adjusted into four scale base 
10 – Career Adaptability 
-Based on Rottinghaus, Buelow, Matyja & Schneider: Career 
Futures Inventory – Career Adaptability scale 
10 – Self-Efficacy  
- Short version of Bandura: Self-Efficacy test 
5 – Career Change Original questions designed by writer 
 2 – Concerns on working in Japan 
- Original questions designed by writer 
Answering Method Choose from the four options – “Strongly Agree”, “Somehow 
Agree”, “Somehow Disagree” and “Strongly Disagree” which 
best describe what they think. 
Collection Method Internet  
Number of Respondents 43 
 
 50 
 
Section 2. HYPOTHESIS  
Based on the questions in Chapter 4 Section 1, the following hypotheses are set:  
1) Hypothesis 1: Career Maturity relates to Career Adaptability  
The definition and application of these two concepts by Super (1981) and Savickas 
(1997) is ambiguous. A doubt has put on whether Career Maturity and Career Adaptability 
are related concept which can represents similar ideas as each other, or they are total 
different concepts.  
2) Hypothesis 2: Career Maturity relates to Career Change  
This tests the correlation between Career Maturity and Career Change of 
international students. If a positive correlation means Career Maturity affects Career 
Change or Career Change affects Career Maturity.  
3) Hypothesis 3: High Career Adaptability leads to high Career Change  
This hypothesis finds out the relationship between Career Adaptability and 
Career Change. 
4) Hypothesis 4: Students with high Self-Efficacy have high Career Adaptability and 
high Career Change  
This hypothesis looks into the relationship among Self-Efficacy and the two 
important career perceptions.  
5) Hypothesis 5: Self-Efficacy relates to Career Maturity  
Self-concept is a factor which determines the development stage of an individual 
as according to Super (1957, 1981). If so, Self-Efficacy should have correlation with Career 
Maturity.  
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The following figure summarizes the hypothesis and career concepts which are 
going to be investigated in the study.  
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Section 3.  DEMOGRAPHIC DATA OF RESPONDENTS 
Among 43 responses collected, “female” respondent is 60.5%, and age “25-29 years 
old” are the majority making up 58.1%. For the length of working experience, “2-3 Years” 
and “4-5 Years” are 30.2% and 25.6% respectively.  
 
Gender 
  
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Female 26 60.5 60.5 60.5 
Male 17 39.5 39.5 100.0 
Total 43 100.0 100.0   
Age 
  
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid 20 or under 1 2.3 2.3 2.3 
21-24 7 16.3 16.3 18.6 
25-29 25 58.1 58.1 76.7 
30-34 10 23.3 23.3 100.0 
Total 43 100.0 100.0   
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Length of Full-time working experience 
  
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid 1 Year or Less 4 9.3 9.3 9.3 
2-3 Years 13 30.2 30.2 39.5 
4-5 Years 11 25.6 25.6 65.1 
Above 5 Years 8 18.6 18.6 83.7 
No 7 16.3 16.3 100.0 
Total 43 100.0 100.0   
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Section 4. RESULTS SUMMARY  
From the result, the overall mean of Career Adaptability is 2.91, Career Change is 
2.97 and Self-Efficacy is 3.04, all three variables are considerably high. For Career Maturity, 
the survey is designed in a regression base, as a result the lower the score means the more 
mature of the respondent. The result shows that average score of international students’ 
Career Maturity is 2.33 represents a slightly low average score.   
The distribution of Career Maturity (0.092 >0) and Self-Efficacy (0.047 >0), means 
the Skewed to the right, the distribution curve is shifting slightly to the left; while for 
Career Adaptability (-0.088 <0) and Career Change (-0.159 <0) means the Skewed to the left, 
the distribution curve is shifting slightly to the right hand. All in all, the figure of Skewed is 
not particularly large, the responses are rather evenly distributed.   
 
Descriptive Statistics 
  
N Minimum Maximum Mean 
Std. 
Deviation Skewness Kurtosis 
Statistic Statistic Statistic Statistic Statistic Statistic 
Std. 
Error Statistic 
Std. 
Error 
Career 
Maturity 
43 1.55 3.10 2.3233 .26712 .092 .361 1.943 .709 
Career 
Adaptability 
43 2.10 3.60 2.9070 .29793 -.088 .361 .636 .709 
Self-Efficacy 43 2.10 3.90 3.0442 .43332 .047 .361 -.226 .709 
Career 
Change 
43 1.8 3.9 2.970 .5106 -.159 .361 -.376 .709 
Valid N 
(listwise) 
43 
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n=2.91 n=2.32 
n=3.04 n=2.97 
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Section 5. CORRELATION OF VARIABLES 
4.5.1. Career Maturity  
Based on the mean of each factor of the 43 responses, correlation is analyzed. 
Comparing Career Maturity with Career Adaptability (r=0.026 <0.2, p=0.00); Career Change 
(r=0.06< 0.2); Self-Efficacy (r=0.194 <0.2, p=0.00), there are almost no correlation with the 
other three factors statistically (r < 0.2, p=0.00).  
4.5.2. Career Adaptability 
Correlation between Career Adaptability and Career Maturity (r=0.026 <0.2, p=0.00). 
It can be concluded that there is almost no correlation between Career Adaptability and 
Career Maturity. While between Career Adaptability and Self-Efficacy (r=0.510 <0.4, 
p=0.36); Career Adaptability and Career Change (r=0.405 <0.4, p=0.878), there are good 
correlation.   
4.5.3. Self-Efficacy 
As proved from above, there seems to be a very weak correlation between 
Self-Efficacy and Career Maturity (r=0.194, p=0.00). Good correlation between Self-Efficacy 
and Career Adaptability (r=0.510, p=0.36). For Self-Efficacy and Career Change (r=0.821, 
p=0.813), which is a strong correlation between the two variables. 
4.5.4. Career Change 
Career Change has strong correlation to Self-Efficacy (r=0.821, p=0.813), and good 
correlation to Career Adaptability (r=0.405 <0.4, p=0.878), but no correlation with Career 
Maturity. 
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Summary of the correlation of variables are as followed: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Correlation Status Type of 
Correlation 
Variables 
Strong Correlation Positive Self-Efficacy & Career Change 
Good Correlation  Positive Career Adaptability & Self-Efficacy 
Career Adaptability & Career Change  
No Correlation  Nil Career Maturity & Career Adaptability 
Career Maturity & Career Change 
Correlations 
  
Career 
Maturity 
Career 
Adaptability Self-Efficacy 
Career 
Change 
Career Maturity Pearson 
Correlation 
1 .026 .194 .060 
Sig. (2-tailed)   .867 .214 .701 
N 43 43 43 43 
Career 
Adaptability 
Pearson 
Correlation 
.026 1 .510** .405** 
Sig. (2-tailed) .867   .000 .007 
N 43 43 43 43 
Self-Efficacy Pearson 
Correlation 
.194 .510** 1 .821** 
Sig. (2-tailed) .214 .000   .000 
N 43 43 43 43 
Career Change Pearson 
Correlation 
.060 .405** .821** 1 
Sig. (2-tailed) .701 .007 .000   
N 43 43 43 43 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Paired Samples Test 
  
Paired Differences 
t df 
Sig. 
(2-tailed) Mean 
Std. 
Deviation 
Std. 
Error 
Mean 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
1 Career Maturity - 
Career 
Adaptability 
-.58372 .39487 .06022 -.70524 -.46220 -9.694 42 .000 
2 Career Maturity - 
Self-Efficacy 
-.72093 .46294 .07060 -.86340 -.57846 -10.212 42 .000 
3 Career Maturity - 
Career Change 
-.64651 .56182 .08568 -.81941 -.47361 -7.546 42 .000 
4 Career 
Adaptability - 
Self-Efficacy 
-.13721 .38049 .05802 -.25431 -.02011 -2.365 42 .023 
5 Career 
Adaptability - 
Career Change 
-.06279 .47561 .07253 -.20916 .08358 -.866 42 .392 
6 Self-Efficacy - 
Career Change 
.07442 .29203 .04453 -.01546 .16429 1.671 42 .102 
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Section 6. CORRELATION BETWEEN DEMOGRAPHIC DATA AND VARIABLES   
Comparing the correlation of demographic data – age, gender, full-time working 
experience – of respondents and Career Maturity, Career Adaptability, Self-Efficacy and 
Career Change, Pearson’s correlation and Two-Paired Samples T-Test method has been 
employed and the results are as followed: 
 Gender and Self-Efficacy has weak correlation (r=-3.05, p=0.00). It is shown that Male 
respondents have slightly higher Self-Efficacy average score than Female.12 In addition, 
male respondents have a higher mean than female in Career Adaptability.  
 Age and working experience has good correlation (r=0.596, p=0.00). The older the age 
of the respondent, the length of their working experience is longer.   
 Working Experience and Career change has weak correlation (r=0.405, p=0.200). 
Positive correlation between the two factors means the longer the Working Experience, 
the higher Career Change intention.  
Descriptive Statistics 
  
N Range Min Max Mean 
Std. 
Dev. Skewness Kurtosis 
Statistic Statistic 
Statisti
c 
Statisti
c 
Statisti
c 
Statist
ic Statistic 
Std. 
Erro
r Statistic 
Std. 
Error 
Male 17 0 1 1 1.00 .000 . . . . 
Female 26 .00 2.00 2.00 2.000 .000 . . . . 
Career 
Adaptability of 
Female 
26 1.30 2.10 3.40 2.861 .289 -.480 .456 .695 .887 
Career 
Adaptability of 
Male 
17 1.20 2.40 3.60 2.977 .305 .372 .550 .323 1.063 
Self-Efficacy of 
Male 
17 1.80 2.10 3.90 3.206 .467 -.848 .550 .886 1.063 
Self-Efficacy of 
Female 
26 1.60 2.20 3.80 2.939 .382 .617 .456 .864 .887 
Valid N 
(listwise) 
0 
                  
 
                                                        
12 According to the previous Self-Efficacy of Asian MBA students by Soma (2012), Male 
respondents also achieve slightly higher score than Female respondents.   
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Correlations 
 
  
Gender Age 
Working 
Exp. 
Career 
Maturity 
Career 
Adapt 
Self- 
Efficacy 
Career 
Change 
                  
 
 
      
p-value   
Gender Pearson 
Correlation 
1 -.089 -.162 -.244 -.191 -.305* -.190 .00 
Sig. 
(2-tailed) 
  
.570 .299 .115 .220 .046 .223  
Age Pearson 
Correlation 
-.089 1 .596** -.081 -.161 .169 .247 .00 
Sig. 
(2-tailed) 
.570 
  
.000 .604 .303 .278 .110  
Full-time 
working 
experien
ce 
Pearson 
Correlation 
-.162 .596** 1 -.183 -.058 .200 .405** .200 
Sig. 
(2-tailed) 
.299 .000 
  
.240 .710 .199 .007  
Career 
Maturity 
Pearson 
Correlation 
-.244 -.081 -.183 1 .026 .194 .060  
Sig. 
(2-tailed) 
.115 .604 .240 
  
.867 .214 .701  
Career 
Adaptab
ility 
Pearson 
Correlation 
-.191 -.161 -.058 .026 1 .510** .405**  
Sig. 
(2-tailed) 
.220 .303 .710 .867 
  
.000 .007  
Self-Effic
acy 
Pearson 
Correlation 
-.305* .169 .200 .194 .510** 1 .821**  
Sig. 
(2-tailed) 
.046 .278 .199 .214 .000 
  
.000  
Career 
Change 
Pearson 
Correlation 
-.190 .247 .405** .060 .405** .821** 1  
Sig. 
(2-tailed) 
.223 .110 .007 .701 .007 .000 
  
 
*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Section 7. FACTOR ANALYSIS  
In order to retrieve the characteristics of international students’ career perception, 
20 questions which have good correlations among each other are selected and a factor 
analysis is run to find out the factors.  
Four factors are included in the factor analysis grouping, four factors has 
cumulative over 61%, and according to the Chi-Square Goodness-of-fit Test, significant 
level is >0.05, which verifies the result is significant.  
 
The factors are renamed as followed:  
 Factor 1: Assertiveness  
 Factor 2: Directionless 
 Factor 3: Self-assurance 
 Factor 4: Result-orientation   
In addition, correlation among factors is investigated.  
 Factor 1: Assertiveness and Factor 4: Self-assurance has good correlations (r=0.360). 
 
 
Goodness-of-fit Test 
Chi-Square df Sig. 
141.443 116 .054 
Factor Correlation Matrix 
Factor 1 2 3 4 
1 1.000 -.104 .360 .221 
2 -.104 1.000 -.068 -.019 
3 .360 -.068 1.000 .229 
4 .221 -.019 .229 1.000 
Extraction Method: Maximum Likelihood.   
Rotation Method: Promax with Kaiser Normalization.  
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Pattern Matrixa 
  
Factor 
1 2 3 4 
3. You can do any kind of work you want 
to as long as you try hard. 
.638 -.066 .050 .028 
25. I want to work for company which will 
expand their business in my home country. 
.538 .024 -.098 -.216 
31. I am good at adapting to new work 
settings. 
.830 .085 -.012 -.014 
32. I can adapt to change in my career 
plans. 
.753 -.093 .088 -.134 
33. I can overcome potential barriers that 
may exist in my career. 
.708 -.144 -.039 .181 
34. I enjoy trying new work-related 
tasks. 
.710 -.072 -.148 -.038 
49. If I am in trouble, I can think of a good 
solution. 
.794 .052 .107 -.004 
50. I can handle whatever comes my way. 
 
.456 .035 .156 .101 
8. There is no point in deciding upon a job 
when the future is so uncertain. 
.240 .389 -.631 .086 
17. I have little or no idea what working 
will be like. 
-.137 .773 .032 .035 
18. I really can't find any work that has 
much appeal to me. 
-.356 .549 .197 -.043 
20. I know very little about the 
requirements of jobs. 
-.035 .686 -.070 .181 
21. I always think of changing my job. 
 
.119 .752 .009 .015 
39. I am rarely in control of my career. 
 
.120 .613 -.197 -.152 
40. I am not in control of my career 
success.  
-.038 .592 -.238 -.079 
7. You should choose a job that allows you 
to do exactly what you want to do.  
-.032 -.273 .435 -.002 
43. I am certain that I can accomplish my 
goals. 
.317 .096 .379 .136 
46. I can solve most problems if I invest the 
necessary effort. 
.259 .196 .878 -.015 
4. The greatest appeal of a job to me is the 
opportunity it provides for getting ahead. 
-.021 -.049 -.116 1.022 
23. When there is no sign to get promoted, I 
look for another job. 
-.055 .076 .085 .598 
Extraction Method: Maximum Likelihood.  
Rotation Method: Promax with Kaiser Normalization. 
a. Rotation converged in 7 iterations. 
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Total Variance Explained 
Factor 
Initial Eigenvalues 
Rotation 
Sums of 
Squared 
Loadingsa 
Total % of Variance Cumulative % Total 
1 5.484 27.421 27.421 4.659 
2 3.291 16.455 43.876 3.116 
3 1.901 9.505 53.382 2.515 
4 1.590 7.952 61.334 1.875 
5 1.357 6.786 68.119   
6 1.039 5.197 73.316   
7 .876 4.380 77.696   
8 .748 3.742 81.438   
9 .729 3.645 85.083   
10 .554 2.768 87.850   
11 .497 2.486 90.336   
12 .415 2.077 92.413   
13 .311 1.557 93.970   
14 .290 1.448 95.418   
15 .230 1.151 96.568   
16 .195 .977 97.545   
17 .183 .914 98.459   
18 .140 .698 99.157   
19 .110 .548 99.705   
20 .059 .295 100.000   
Extraction Method: Maximum Likelihood. 
a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance. 
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Section 8. RESULTS OF HYPOTHESES TEST 
1) Hypothesis 1: Career Maturity relates to Career Adaptability 
There is no correlation between Career Maturity and Career Adaptability (r=0.026, 
p=0.00), and the paired sample t-test shows (M=-.584), t(42)=-9.694, p<0.05(two-tailed), 
which represents that the null hypothesis has to be rejected. Career Maturity has no 
correlation nor similarity of means to Career Adaptability. Unlike what Super (1981) and 
Savickas (1997) claims, Career Maturity and Career Adaptability are not related to each 
other.  
 
2) Hypothesis 2: Career Maturity relates to Career Change  
From the statistical result, the hypothesis is rejected. There is no correlation 
between Career Maturity and Career Change (r=0.06, p=0.00). Career Maturity has no 
influence on Career Change.  
 
3) Hypothesis 3: High Career Adaptability leads to high Career Change  
Between Career Adaptability and Career Change, there is a good correlation 
(r=0.405, p=0.878). Hypothesis cannot be rejected. From the result, a positive correlation 
exists, which means the hypothesis is justified – Students with higher Career Adaptability 
has higher Career Change tendency.   
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4) Hypothesis 4: Students with high Self-Efficacy have high Career Adaptability and 
high Career Change  
The correlation between Self-Efficacy and Career Adaptability(r=0.510, p=0.364); 
Self-Efficacy and Career Change (r=0.821, p=0.813), which means Self-Efficacy has good 
correlation with Career Adaptability and strong correlation with Career Change. The 
hypothesis is accepted. Self-Efficacy is a factor influences Career Adaptability and Career 
Change – The higher Self-Efficacy of the student, the higher Career Adaptability and 
Career Change tendency.  
 
5) Hypothesis 5: Self-Efficacy determinants Career Maturity  
The verification of the relation of self-concept and Career Maturity is done by 
finding out whether Self-Efficacy is a determining factor of Career Maturity. Based on the 
result, Self-Efficacy and Career Maturity (r=0.194, p=0.00), the null hypothesis has to be 
reject. The assumption of homogenous of the variance is rejected. Self-Efficacy is not a 
determinant of Career Maturity.  
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CHAPTER 4. (B) RESEARCH OF JAPANESE COMPANIES  
Section 1. METHODOLOGY  
In Chapter 2 previous researches investigate the HR practices and career perception 
of Japanese companies regarding to international students.  In order to understand the 
intention and mechanisms from the companies’ perspective, survey and interviews are 
conducted.  The detail of the research are as followed: 
4.1.1. Survey of Japanese companies  
Title of the Survey  The employment of international students in Japanese 
companies  
Audience  Employees of Japanese companies 
Number of Questions 
and Question Types 
6 Questions are developed based the following topics: 
- Japanese language requirement 
- Global expansion of company business  
- Career development of international students  
Answering Method Yes/No 
Collection Method Paper Form  
Number of Respondents 33 (Total number of responses:75)  
Respondents Profile Respondents are required to fill in their full name and company 
name 
4.1.2. Interview of HR of Japanese companies  
Interviewee Mid-level HR officer in three representative Japanese companies  
Interviewee 1 15 Years of service at Japanese Company N 
Interviewee 2 8 Years of service at Japanese Company T 
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Section 2. SUMMARY ON THE SURVEY OF JAPANESE COMPANIES’ 
EMPLOYEES 
A total of 75 surveys has been distributed, 33 are valid respondents. The result for 
the low in valid responses is because of the lack of information of the respondents or the 
company has no past record of recruitment of international students.  This reflects the 
concern of Japanese companies on the recruitment and treatment of global talents is still 
not high enough13.  
 
About the language requirement, over 81.8% respondents reflect that Japanese 
language is a concern during the recruitment of international students, which shows little 
difference from studies done in the past. Japanese Language Proficiency is a critical concern 
for majority Japanese companies for recruitment. For companies which reflect no concern 
on Japanese language are Japanese Multi-National Corporations, like Sony Corporation, 
Hitachi Ltd, which are renowned that these companies’ business have long been expanded 
into a global scale.  
 
About training for international students, 100% of the companies provide training 
for international students when they first enter into the company. Trainings are provided 
for altogether for new employees, no matter international students or Japanese. Asking if 
there are extra training provided to international students, only 24.2% reply “yes”, for 
example, Sony Corporation, Mitsui & Co., Ltd., Sumitomo Mitsui Banking Corporation.   
 
The last two questions of the survey concerns the global expansion of Japanese 
companies, 63.6% of the company has global expansion in the home country of 
international students whom they have recruited. Meanwhile, only 33.3% of the companies 
say they plan to send the international students to work in the local branch in their home 
country.     
                                                        
13 A previous study by Sugiura (2012) finds out 42.0% of employees in Japanese companies did not have think there is a 
common definition of global talents within the company, and 43.7% think that there is not enough number of potential 
global talents within the company who can become the future leader of the company.  
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Paired Samples Test 
  
Paired Differences 
t df 
Sig. 
(2-tailed) Mean Std. Deviation 
Std. 
Error 
Mean 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
 Expansion in home 
country - Work at 
home country 
.30303 .46669 .08124 .13755 .46851 3.730 32 .001 
 
Correlations 
  
Expansion in home country 
Work at home 
country 
Expansion in home country Pearson Correlation 1 .535** 
Sig. (2-tailed)   .001 
N 33 33 
Work at home country Pearson Correlation .535** 1 
Sig. (2-tailed) .001   
N 33 33 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Section 3. INTERVIEWS WITH EMPLOYEES OF SELECTED JAPANESE 
COMPANIES 
Based on the findings of the survey of Japanese companies and the results of 
previous researches, in order to further understand the career planning and development 
policies and practices of Japanese companies for international students, two interviews are 
conducted with HR officers in Japanese companies to hear their comments and detail 
explanations.    
4.3.1. Interviewee Profile 
 
 Interviewee 1 Interviewee 2  
Company Name Company N Company T 
Nature of Business  Information system and 
communication technology  
Manufacturer of electronic, 
semiconductor products 
Length of service 15 Years 8 Years  
Current Position HR (Headquarter) 
Assistant Manager 
HR (Subsidiaries) 
Job Rotation Experience Yes 
8 times  
Marketing, HR 
(Subsidiaries) and HR 
(Headquarter) 
Yes 
3 times  
HR(Subsidiaries), PR 
(Headquarter) 
 
4.3.2. Interview Questions and Responses 
Questions Interviewee 1 Interviewee 2 
 Recruitment of International Students  
When start 
recruitment 
- About 10 years ago -More than 10 years 
No. of recruitment 
every year 
- About 10  - Almost 100  
(Including domestic and 
overseas recruitment) 
Japanese Language 
Proficiency 
-Very important  - Somehow important 
Resignation  Relatively High  
-Communication by giving some 
hope in the future  
 
Normal 
-Communication conducted by 
senior (Role-Model) who have 
had similar experience before  
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Career Planning and Development for International Students 
Career planning 
during recruitment 
stage 
- Not enough 
- International students have little  
information on the employment 
in Japan  
- Both company and student are  
on trial and error  
- Not much past record as 
reference  
- Quite concrete job description: 
position-specific recruitment    
- Perception gap still exist, as the 
expectation of students are 
extreme higher  
Job Rotation Yes 
- Less frequent compare with  
Japanese and mainly dealing 
with overseas business 
- Important as for the company 
because flexible arrangement of 
manpower and increase  
exposure of the employees 
Almost No  
- Position specified during  
recruitment  
- Individual preference is put in  
the first priority  
Promotion - Determined by length of service  
and performance 
- Promotion of Rank: salary up 
and job responsibility increase  
- Job titles: Not given until certain  
length of service  
- Determined by length of 
service and performance 
- Salary increases based on age,  
duty and performance  
- Job duty: Little chance on 
responsibilities due to position 
specified recruitment 
- Job titles: Not given until 
certain length of service 
Possibility to 
global working 
experience     
Extremely Low 
- International students recruited 
in Japan are supposed to work in 
Japan because there are needs 
from domestic market that’s why 
they are employed  
 
Low 
- International students  
recruited domestically will stay 
in Japan, unless one who 
shows very strong request 
- Expatriate employees are 
required to work several years 
before sending to overseas    
Comments on International Students 
Strength  - Language skill 
- Communication skills 
- Professional knowledge 
- Provide valuable information of  
overseas  
- Language skill 
- High motivation and  
Assertiveness  
Weakness - Short-term career planning 
- Over-emphasis on the practices  
in home-country (Stubborn) 
- Short-term career planning. 
Taking the experience in  
Japanese company as stepping 
stone 
- Not understandable to  
Japanese practices  
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CHAPTER 5.  (A) DISCUSSION ON RESULTS OF STUDENTS  
This chapter discusses the results based on the survey in Chapter 4 (A). There are 
several major findings for the career perception of international students through the 
research.  
First, international students are high in Career Adaptability (n=2.91), 
Self-Efficacy (n=3.04) and Career Change (n=2.97). And the result synchronizes with the 
previous research by Sugiura & Edakawa (2012) and Soma (2012) the average Self-Efficacy 
score of Asian MBA students and Japanese MBA students is 3.09 and 2.85 respectively. In 
addition, in Soma (2012) study, male students have higher Self-Efficacy than female. Again 
in this research male international students in Japan are higher in both Self-Efficacy (male: 
n=3.21; female n=2.94) and Career Adaptability (male: n= 2.98; female: n=2.86) than female 
respondents.  
Second, there are good correlations among Career Adaptability, Self-Efficacy 
and Career Change. This conclusion comes from the hypotheses test: Hypothesis 3 “High 
Career Adaptability leads to high Career Change” and Hypothesis 4 “Students with high 
Self-Efficacy have high Career Adaptability and high Career Change” are accepted. A 
positive correlation appears among the three factors. The correlation between Self-Efficacy 
and Career Adaptability (r=0.510, p=0.364); Self-Efficacy and Career Change (r=0.821, 
p=0.813), which means Self-Efficacy has good correlation with Career Adaptability and 
strong correlation with Career Change.  
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Third, Self-Efficacy is an important factor influencing students’ career 
perception. From the findings, Self-Efficacy correlates closely to Career Adaptability and 
Career Change. This can be explained by the phenomenon: 
 International students who have high Self-Efficacy are more possible to have Career 
Change, because they have stronger personal efficacy (Mastery Experience) or they 
observe the success stories of other international students (Vicarious Experience) or are 
influenced by the people around (Social Persuasion), they believe that a change in 
career will lead them to succeed. As a result, high Self-Efficacy brings to high Career 
Change.  
 At the same time, successful experiences in Career Change and Career Adaptability 
further reinforce the Self-Efficacy of international students by the mastery and 
vicarious experiences.  
 Self-Efficacy and Career Adaptability highly correlated, international students with 
high Self-Efficacy believe they are able to adapt to different environments or 
challenges in job, which leads to high tendency to make a Career Change.  
 High Career Adaptability also has good correlation with Career Change, and thanks to 
the strong Self-Efficacy of international students, their efficacy makes them believe 
there is little difficulty for them to adapt into the change in job and environment in 
different companies and make Career Change.  
 The experiences of studying, living and working in Japan become an enhancement of 
international students’ Self-Efficacy at the same time. The successful personal and 
vicarious experience contributes to higher adaptability to changes in career and 
increase the tendency for Career Change.  
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The above figure summarizes the interrelations among the three factors. In short, 
this study confirms Brown’s study that Self-Efficacy has significant impacts on individual’s 
Career Change, in addition, it finds out that Self-Efficacy, Career Change and Career 
Adaptability, are highly interrelated with each other which prove that Self-Efficacy is an 
important factor influencing international students’ decision-making and career 
development.  
Forth, Career Maturity of international students is low. According to the result of 
the survey, Career Maturity of international students is low in average (n=2.323). According 
to Super’s theory (1957), Career Maturity is ones’ ability to cope with the career decision in 
the life stage. In order to have this ability, ones have to have planfulness, plenty 
information, crystallization of interest and implementation ability. In this case, low Career 
Maturity of international students illustrates that they are having problems in gaining 
information, crystallizing of interest, planning and implementing their career decision.  
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Fifth, Career Maturity does not have significant correlation with other variables. 
From the statistical result, Hypothesis 1: “Career Maturity relates to Career Adaptability” 
AND Hypothesis 2: “Career Maturity relates to Career Change” AND Hypothesis 5: 
Self-Efficacy determinants Career Maturity are all rejected.  
This result is against the idea of Super (1981)and Savickas (1997) that Career 
Adaptability is the extended concept which supplement Career Maturity for 
non-adolescences, instead they are different concepts. In addition, the result also challenges 
scholars, like Perosa and Perosa (1984) and Smart & Peterson (1997) who try to use Career 
Maturity as a theoretical base to look into the relationship with Career Change. From this 
research, it is proven that Career Maturity does not show correlations with all other factors, 
including Career Change, it is without surprise that the result of Perosa and Perosa (1984) 
does not represent in a significant level.  
As a result, writer suggests the study of Career Maturity cannot be mixed up with 
Career Adaptability. Career Maturity can be used to find out 1) the career stage of an 
individual and 2) the career decision ability of an individual, like planfulness and 
information collection. For study relates to Career Change, instead of Career Maturity, 
Career Adaptability is a more reliable and significant factor to be examined.  
Furthermore, Super (1981) claims the formation of self contributes to ones’ Career 
Maturity. In this research the reliable assessment tool Self-Efficacy has applied but no 
showed significant correlation with Career Maturity, it may be as what Super suggests in 
his later stage of the study that everyone plays different roles in his life as a result everyone 
has more than one “Self”. The balance between different roles affects the development of 
career. To sum up, Career Maturity and Self-Efficacy has no correlation.  
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Sixth, the four characteristics of career perception of international students are – 
Assertiveness, Self-assurance, Directionless and Result-orientation. The four factors are 
extracted from the factor analysis and represent the characteristic of career of international 
students. Moreover, there is a correlation between the factors, Assertiveness and 
Self-assurance.  
The findings of these factors synchronizes with the result of the interviews 
conducted on the HR in Japanese companies, as the Interviewees said the Assertiveness of 
international students is an advantage in the sense that they are more motivated and 
aggressive in general, however, the disadvantage is they are over-confident on themselves, 
stubborn when not giving enough understanding to the Japanese practices but keep 
emphases on the practices in their home-country.  
Furthermore, as Interviewee 2 mentioned the assertiveness and self-assurance of 
international students creates exceptional high expectation on themselves and the company, 
which create greater disappointment and frustration when things do not go as expected. As 
a result, assertiveness and self-assurance is a double-sided sword to international students.   
Meanwhile, for the factor – directionless, according to Interviewee 1, international 
students are definitely lack of information about the employment situation in Japanese 
company. International students find more difficulties on information collections and in 
understanding the unique recruitment procedure in Japan as explained in Chapter 1, it 
takes time to understand and get used to the Japanese practices. It is difficult for 
international students to decide the length of working in Japan, as previous research by 
Siraki (2007) stated that majority of students do not have a defined term of working in 
Japan, and the majority revealed that 3-5 years were their planning time to work in Japan. 
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Therefore, international students tend to be directionless in their future career, less say 
about a concrete career plan.  
Finally, result-orientated characteristics, based on Finding ONE of this survey, 
international students are with high Self-Efficacy, a successful experience will build up 
their personal efficacy, and because they have high efficacy, they are fighting for success. 
Results which can be measurable and have social influence, like salary increase or change 
in job title, become a guideline to determine successfulness of international students. 
In conclusion, the results of the research of international students find out the 
career perception of international students in Japan. They are:  
1) Good correlations between Career Adaptability, Career Change and Self-Efficacy; 
2) Low Career Maturity; and  
3) Four characteristics – Assertiveness, Self-assurance, Directionless and Result-orientation.  
This gives important implication to identify the difference with the perception of 
the companies and to make constructive recommendations correspondingly.  
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CHAPTER 5. (B)  DISCUSSION ON RESULTS OF COMPANY  
The result of the company survey finds out the following important viewpoints of 
Japanese companies regarding the employment and career development of international 
students in Japan: 
First, Japanese Language proficiency is still a key criterion for recruitment of 
international students. From the survey, over 81% of the companies are putting Japanese 
Language proficiency as a criterion of recruitment, which echoes previous research 
findings that “Communication” is one of the major worries of the companies. In order to 
minimize this problem, international students who are employed by Japanese companies 
master several languages. This is the reason why Interviewee 1 and most Japanese 
companies reflect that language skill is the strongest selling point of the international 
students in order to attract the companies to do recruitment.  
Second, over-expectation of international students’ understanding of Japanese 
practices. Japanese companies understand the importance of training, according to the 
survey, 100% of them provide training to new entries. However, many do not realize the 
need that special considerations should be given to international students. As Interviewee 1 
and 2 both complained international students did not understand the Japanese practices. 
This implies that international students’ lack of throughout knowledge of the Japanese 
practices; on the other hand, Japanese companies are over-expecting international students’ 
understandings of Japanese practices and systems. As of the discussion in Chapter 2, Japan 
is behind of globalization, since long ago, Japanese companies’ system and practices which 
are unique and tie closely to the Japanese culture, and are different from the 
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“world-standard” (from the angle of other global multi-national corporation and Western 
companies). From the survey, less than 25% of the companies provide additional training 
for international students. Even though some preliminary research can be done and 
word-of-mouth provides some information for international students, without official 
training and support from the company, it is hard for international students to understand 
truly how the Japanese practices work and to be assimilated them to follow in the same 
way. More work should be done to help international students incorporate smoothly into 
the organization.  
Third, career planning for international students is unconsolidated. Based on the 
previous research by JILPT (2008) over 44.3% Japanese companies expressed they did not 
have a concrete idea for planning the career for international students. As Interviewee 1 
said, the company is trial-and-error for the employment of international students. Both 
Interviewees claimed that international students are short-sighted in career planning. 
Interviewee 2 expressed that international students were taking the chance to work in 
Japan as a stepping stone, which confirms of the previous research by Siraki (2007) that 
international students are “uncertain” about the time they are going to work in Japan or 
just for a short term. This is different from the life-long employment practices of Japanese, 
as a result, companies regard international students short-sighted and unstable, which 
make them difficult (or in some cases hesitation) in making career planning for these non 
main stream cases.  
Majority of Japanese companies are same as Company N, which will not decide 
what job and position to assign employees only after they enter into the company. There is 
little planning in advance which helps to manage the expectation of the students. As a 
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result, perception interval appears in between the company and international students. For 
Company T, due to a longer history and larger scale of recruitment, they seem to have 
better understanding of the needs of international students and of how to adjust the 
treatment in response to their needs, for example, syokusyu-betsu saiyou (position specific 
recruitment). Position specific recruitment gives a clear picture to international students 
what they are going to do, while for the company what kind of people they are really 
looking for. Moreover, the existence of role-models in Company T, plays an important role 
for bridging both parties, and vicarious experience convinces international students to 
develop their career within the company. As a result, overall retention rate of international 
students in Company T is lower than average. To conclude, simply follow the trend of 
recruitment of international students without understanding the needs of the students and 
designing a clear plan together, will result in distrust and frustration. Companies should 
learn the importance for providing career planning regardless of the length of service, in an 
ideal case, career plan should be prepared before the recruitment.   
Forth, the unique and static Japanese career development practices. Japanese 
companies regard career development as a slow and gradual process. Since most Japanese 
serve the same company throughout their career life, and the company tries to treat 
employees in the same batch equally, the length of service becomes a prerequisite for 
promotion. As Interviewee 1 explained in traditional Japanese company like Company N, 
the employee’s role and responsibility become more and more important gradually. The 
employees will FEEL their changes in position when time past, no job title or sharp salary 
increases than other people in the same batch. However, in most cases, international 
students’ span of service in a company is too short before they can benefit from this 
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life-long career development system.  
In addition, the Japanese style of career development is the training of “generalists” 
which is different from the concept of “specialists” in overseas. In order to prepare the 
employees to become future leaders of the company, they have to go through job rotation, 
to equip themselves with all-rounded knowledge of company. The scale of job rotation in 
Japanese companies is large scale and from time to time, employees are assigned to a 
completely new professional field, for example, Interviewee 1 experienced a transfer from 
Marketing to HR; Interviewee 2 from HR to PR. For Company N, international students 
also go through job rotation as other employees. According to Interviewee 2, Company T 
gives more consideration, job rotation is less frequent for international students. However, 
it may also imply Company T has given up the chance to promote the international 
students to the top position of the company.  
Furthermore, the job rotation is lack of globalization vision. In most cases, 
international students recruited in Japan are working for domestic market. As Interviewee 
2 said, unless the person raises the request, there is little chance for him to work overseas. 
Interviewee 1 explained there is no point to send the students overseas when their skills are 
in need domestically. As supported by the survey, even though Japanese companies have 
overseas expansion, there is low possibility that international students will be sent to 
overseas as expatriate and be given the chance to develop their career in a dynamic 
manner.  
To conclude, the unique Japanese style of career development differs from overseas, 
which is difficult to accept or sometimes leads to confusion if there is not enough 
communication taken.  
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CHAPTER 6.  (A) RECOMMENDATIONS TO INTERNATIONAL 
STUDENTS  
The primarily aim of this research is to facilitate the employment of international 
students in Japanese companies. From the research findings, efforts should be put by both 
companies and international students to reduce the gap and friction.  
1) Collect information proactively 
Majority of international students do not have in-depth understanding of Japanese 
companies and their HR practices which result in over-expectation and mismatch. It is 
important for students to do more research during the job searching stage, career center of 
university, career counselor and NPO like Career Gateway Asia (CGA) provides useful 
information and support to build up the understanding of international students of 
Japanese companies and provide assistance in job searching. International students should 
avoid choosing companies by the name, but have a clear understanding of the company’s 
background and nature of business that is important to make the right match.  
2) Adapt to the Japanese practices  
International students who aim to work in Japanese companies should be 
open-minded and given well understanding to the Japanese HR practices. For example, the 
idea of generalists and specialists: The Japanese system facilitates the training of generalists, 
through job rotation employees are equipped with knowledge of different functions of the 
company, and become all-round management in the future. For the practices in Western 
companies, employees begin by developing into specialists in a particular field. Employees 
will develop very professional knowledge and skills of the field they belong, they are given 
a chance to learn about the operation and general management of the company only if they 
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have a chance to be promoted to the key position of the company, which means majority of 
people will stay within their profession field throughout their whole career life. 
International students have a tendency of questioning things which differ from what they 
strongly believe because of their high self-assurance and assertiveness, thus keep an 
open-minded will help to make better understanding of the differences and find out the 
direction of how their career should be.   
3) Participate in internship  
Nowadays many Japanese companies provide internship opportunities. 
International students can participate in internship to understand the business nature and 
culture of the company. Internship provides a good chance to experience the working 
culture and environment in Japanese companies, through meeting with HR and staff of the 
companies and other job seekers, international students can collect more information which 
also help them make career decision.  
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CHAPTER 6. (B) RECOMMENDATIONS TO JAPANESE 
COMPANIES  
1) Communicate career development within the company  
HR of Japanese companies can provide guidance to help the international 
students develop a long-term career plan. Instead of being attracted by immediate rewards, 
the benefit of lifelong employment of Japanese companies can be communicated and the 
increase in job responsibility and job rotation provides new challenges and experience 
exposure which cannot be provided by the Western HR system. Companies can also make 
good use of the high Career Adaptability, Self-Efficacy and Assertiveness of international 
students by assigning them in business development in new market or overseas branches 
to create a more globalized career path for international students.  
2) Provide as much information during recruitment 
Most Japanese companies regard recruitment as a way of company PR, which 
aims to show up the best side of the company and to build up the corporate image. 
Nevertheless, the job nature and detail of jobs are not publicized during the recruitment 
materials or recruitment talk. Some companies mention the job details during the interview 
which is already the middle or final stage of the recruitment process, some even keep it 
undisclosed until the students enter into the company. This kind of lack of disclosed 
information creates difficulties for international students to make career decision and 
become over-expectancy on themselves and the companies – low Career Maturity. Clear 
and accurate information disclose during the recruitment stage can reduce the mismatch 
and disappointed after being employed. It is highly recommended that the existing general 
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position recruitment (sougou-syoku saiyou) to be replaced by position specific recruitment 
(syokushu-betsu saiyou) for the recruitment of international students in order to provide 
enough information in advance and reduce expectation gap.   
3) Nurture of role-model  
The existence of role-model provides strong influence to the recruitment of future 
international students of Japanese companies. For Company T, the role-model plays an 
active role on retention of international students. Someone who has similar experience is 
convincing – high Self-Efficacy – to international students. Role-model also provides 
valuable information and experience for the company on recruitment and treatment of 
international students. Increasing number of international students’ recruitment is an 
effective way to the nurturing of role-model and enhance internal globalization. 
International students from different countries have different cultural practices, local 
employees who have fewer global experience also enjoy the increase of diversity, by 
widening their horizons and adapting to work with people from diverse background. 
4) Implement additional training for better understanding of Japanese business 
practices 
Companies should not overestimate the understanding of international students 
of the Japanese culture and practices. All in all, international students are alien to the 
Japanese companies’ practices, they have very few understanding before they actually start 
working in a company. It is essential to provide extra training to international students to 
understand the unique Japanese HR practices, for example promotion and job rotation 
system. Through extra training and communication, international students are 
well-informed of the difference between the Japanese and the Western HR system.  
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CHAPTER 7. CONCLUSION & ACKNOWLEDGEMENT 
Section 1. CONCLUSION  
In conclusion, this study finds out there are profound differences on career 
perception between international students and the Japanese companies. For Japanese 
companies, it is used to be a life-long career planning which is a slow process and require 
the employees to grow gradually within the company. In contrast, international students 
tend to follow the western style of individual career plan, which focuses on immediate 
return and is highly mobile because of their high Career adaptability and Self-Efficacy. 
Career is a personal thing, that one decides and controls his own career life. This 
foundational difference on the perception of career creates the distance between both 
parties. Since there is little attention given, mismatch and frustration always happen.  
Recommendations are made to international students and Japanese companies, as 
it is believed efforts should be made by both parties in order to minimize the interval. It is 
hoped that career study and research of this issue will facilitate more smooth employment 
and prospective career of international students in Japan.  
There are several limitations of this paper which need to disclaim in advance. First, 
the sample size of the study is small for both international students and Japanese 
companies, which may not fully represent the whole population. Second, international 
students involve in this study are currently not employed because they are full-time 
students, things about career change attitude are just an assumption which may change 
once they are being employed. Third, this research finds out four characteristics of 
international students’ career perception, it is suggested to do further study on this topic 
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and verify by larger sample. Forth, a drastic change is foreseen after the completion of this 
study. A number of information and data about foreigners’ employment in Japan are up to 
2010, but the Japanese government is going to introduce a new residency management 
system in 2012 which aims to provide a more flexible and pleasant condition for foreigners 
to study, work and stay in Japan. In addition, many Japanese companies announce that 
they are going to increase the number of international students’ recruitment every year, as a 
result the number of foreigners working in Japanese companies may continue to grow, 
there will be a change in perspectives of the students and the companies correspondingly.  
This study focuses on developmental theories and the relations with Career Change, 
since Japan has very unique culture and Japanese companies practices tied tightly with the 
country’s culture background, future studies based on person-environmental fit theories 
will be an effective approach to study the effect of culture on Career Adaptability and 
career change of international students. During this transition period, continued study of 
the employment and career of global talents in Japan will be exceptionally valuable to the 
development of the country’s long term HR planning and strategic talents management.  
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APPENDEX I Career Attitude Survey for International Students in Japan 
Thank you very much for your participation. There are 50 questions in this survey asking 
about the career attitude and career concerns of international students who are now 
studying in Japan. For the statements below, please choose the one which describes you the 
best.  
 
* Required 
*  
 Strongly  
Disagree 
Somehow 
Disagree 
Somehow 
Agree 
Strongly 
Agree 
1. Once you choose a job, you can't choose 
another one. 
    
2. You don't need to know what kind of person 
you are, in order to choose a job. 
    
3. You can do any kind of work you want to as 
long as you try hard. 
    
4. The greatest appeal of a job to me is the 
opportunity it provides for getting ahead. 
    
5.You can't go very far wrong by following 
your parents' advice about which job to choose. 
    
6. I don't know how to go about getting into the 
kind of work I want to do. 
    
7. You should choose a job that allows you to 
do exactly what you want to do.  
    
8. There is no point in deciding upon a job 
when the future is so uncertain. 
    
9. It's probably just as easy to be successful in 
one occupation as it is in another. 
    
10. It doesn't matter which job you choose as 
long as it pays well. 
    
11. Whether you are interested in a particular 
kind of work is as important as whether you 
can do it. 
    
12. I seldom think about the job I want to enter.     
13. I am having difficulty preparing myself for 
the work I want to do. 
    
14. The best thing to do is to try out several 
jobs, and then choose the one you like the best.  
    
15. As long as I can remember, I've known 
what kind of work I want to do. 
    
16. There is only one occupation for each 
person. 
    
17. I have little or no idea what working will be 
like. 
    
18. I really can't find any work that has much 
appeal to me. 
    
19. Knowing what you are good at is more 
important than knowing what jobs are open 
when you choose an occupation  
    
20. I know very little about the requirements of 
jobs. 
    
21. I always think of changing my job.     
22. I change job for better paid.     
23. When there is no sign to get promoted, I 
look for another job. 
    
24. I never think about changing to another 
field.  
    
25. I want to work for a company which will 
expand their business in my home country. 
    
26. Japanese is not a must at work.      
27. I want to work in a Japanese company.      
 II 
 
28. I am good at adapting to new work settings.     
29. I can adapt to change in my career plans.     
30. I can overcome potential barriers that my 
exist in my career. 
    
31. I enjoy trying new work-related tasks.     
32. I can adapt to change in the world of work.     
33. Others would say that I am adaptable to 
change in my career plans. 
    
34. My career success will be determined by 
my efforts. 
    
35. I tend to bounce back when my career plans 
don't work out quite right. 
    
36. I am rarely in control of my career.     
37. I am not in control of my career success.      
38. I can always manage to solve difficult 
problems if I try hard enough. 
    
39. If someone opposes me, I can find the 
means and ways to get what I want. 
    
40. I am certain that I can accomplish my goals.     
41. I am confident that I could deal efficiently 
with unexpected events. 
    
42. Thanks to my resourcefulness, I can handle 
unforseen situations. 
    
43. I can solve most problems if I invest the 
necessary effort. 
    
44. I can remain calm when facing difficulties 
because I can rely on my coping abilities. 
    
45. When I am confronted with a problem, I 
can find several solutions. 
    
46. If I am in trouble, I can think of a good 
solution. 
    
47. I can handle whatever comes my way.     
   
